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Abstract 
Very few qualitative studies based on first-hand research have been conducted regarding 
gender equity, especially in the public sector in Japan. The qualitative research in this 
thesis is therefore unique because it focuses on the public sector employees in a Japanese 
rural setting. Secondly, this exploratory ethnographic study elucidates the cultural and 
communication problems connected with gender equity policies in Japan and the social 
construction of the meaning of gender in a Japanese local government workplace. A 
feminist conceptual framework was developed to analyse the findings in this thesis, which 
provides a new interpretation about this social phenomenon. 
Triangulation was used to enhance the validity of this case study. The major methods used 
are: (a) open-ended, in-depth interviews with key persons and informal interviews with the 
employees of the public sector; (b) two focus group discussions: one of six males and six 
females from three levels in local government; (c) follow up questionnaires of30 male and 
female workers; (d) participant observation; (e) an analysis of archives of surveys of 
concepts on gender equity in local government employees, Chitose citizens, and Hokkaido 
people. As all public organisations are influenced by national government policies on 
gender equity, the findings are argued to have some generalisability. 
Being influenced by the world women's conferences since the 1970s, the Japanese 
government has enforced several gender equity policies. Nevertheless, some empirical 
secondary data indicate that working environments have changed little since the new law 
was introduced (Inoue et al., 1999). Under the umbrella of these national policies, local 
governments established their own plans; however, no effective implementation of these 
plans has been observed (Yazawa et al., 1997). One possible reason for this is that few 
people are aware of what gender discrimination means from a sociological point of view. 
Indeed, few women in Japan have spoken out about gender inequalities. The other reason 
is the communication barriers that exist between male and female employees in discussing 
gender relationships (Banzai, 1999; Hale, 1999; Kashima, 1999). Therefore, there is an 
urgent need to identify hidden cultural and communication barriers in the Japanese 
workplace in order to facilitate the implementation of gender equity policies. 
lV 
Following the research aims, a case study of work-life in Chitose City, Japan is developed. 
It considers the following research questions: (1) What are the cultural factors that have 
shaped the understanding of gender differences in the Japanese office? (2) What 
communication strategies are used by the Women's Policy Division of the Chitose Public 
Sector to implement gender equity principles? (3) What are the employees' experiences of 
the gender equity communication strategies used by the Women's Department of Chitose 
Public Sector to implement the gender equity principles in the workplace? (4) What are 
the communication mechanisms for the social construction of the meaning of gender 
awareness and diffusion of gender awareness in the public sector in Chitose? 
The findings show that Japanese linguistic and cultural communication problems 
concerning gender and organisation in the workplace shape daily organisational gendered 
practice. The research presents qualitative first-hand data that reveals the Japanese way of 
implementing gender equity policies lacks adequate discussion about gender equity. The 
concept of gender equity aiming at equality between men and women and between 
employees of the public sector reflects that of the current social climate of Japanese 
society in the workplace that claims a situation of harmony in the areas of gender equality 
and gender difference. 
The elucidation of communication barriers and styles via this research contributes to 
knowledge that may allow the Women's Policy Division in Chitose to move to more 
effective implementation of the Gender Equity Policy. Also, this study, which highlights 
the current cultural context of the Japanese workplace and gives voice to men and women 
in the public sector, provides first-hand data on important social phenomena. 
Keywords: Gender Equity, Power, Public Sector, Workplace, Communication 
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Chapter One: Background and Overview of the Case Study in the Local 
Public Sector, Hokkaido, Japan 
1.1 Introduction 
The concept of gender has only recently been introduced in Japan. Therefore, the word 
'gender' is not often translated into Japanese, but is often used and pronounced as a loan 
word :fi:om English, gendaa. In Japan, gender equity issues have especially come to attention 
since the World Conference of International Women's Year in 1975. The Japanese 
government drew up several plans such as "The National Plan of Action" in 1977, a 
ratification of the "Elimination of All Forms of Discrimination Against Women'' and the 
"Equal Employment Opportunity Law (EEOL )" in 1986, the "Law of Child Rearing" in 
1991, and "Gender Equality Planning 2000" in 1996. In 1994, the government established the 
Office for Gender Equality within the Prime Minister's Office, and the government started 
promoting the gender equity policy actively. One of the achievements of the Office has been 
the establishment of the Basic Law of the Gender Equality Policy in 1999. According to these 
national policies, each local government is expected to draw up its own action plan in order 
to achieve a gender-equitable society. 
Nevertheless, women's status in Japan is still very low and little progress has been observed, 
especially in local areas (Inoue et al., 1999). For example, the survey undertaken by the 
Prime Minister's Office in 1999 shows that the average representation of female members in 
the local assembly is 4.9%, two thirds of the local assemblies do not have female members, 
and the average salary of women in the workforce is 60% of men's salary. 
This introductory chapter provides a brief overview of this thesis. The chapter describes the 
investigation site, Chitose City in Hokkaido Prefecture, Japan, including the enviromnent of 
the city, its social and political position as a city, and features of the city's administration. 
These various faces of the city underpin and justify the selection of tllis particular public 
sector organisation, as a unit of analysis, in this research. The contribution of this project, 
research goals, research questions, methodology and limitations are presented to give a brief 
summary of the structure of this research. 
1 
This thesis project is a case study based on qualitative research. It focuses on gender equity 
issues and Japanese organisational practice in Chitose City Council. The study examines 
cultural, communication and organisational barriers that hinder the implementation of gender 
equity policy in a public sector organisation in Japan. This study also elucidates the gender 
equity communication strategies and the employees' experiences that result from strategies 
used by the public sector to implement gender equity principles in the workplace. This thesis 
argues that there are significant communication barriers, changes of perception in grasping 
the meaning of gender gaps in the working environment and deeply embedded gendered 
experiences in the working relationship between men and women that hinder the 
implementation of gender equity policy in the public sector in Hokkaido. Even though 
equitable working conditions for men and women are legally assured, there are significant 
structural organisational problems that hinder equal work opportunities. 
Feminist conceptual frameworks are developed to analyse the findings in this thesis. This 
contribution to feminist communication study examines the introduction of this Japanese 
social phenomenon in the workplace. This study is based on first hand data collected using a 
triangulation strategy including some ethnographic research methods. This study will 
contribute to the growing impetus for change by suggesting some principles for the 
implementation of gender equity in the Japanese public sector. 
1.2 Background to the research 
1.2.1 The City of Chitose as a research site 
Chitose is located in the mid-western part of Hokkaido at the southern end of the Ishikari 
Plain, and lies adjacent to three cities, five towns and one village. The temperature reaches 
30°C in summer and falls as low as -25°C in winter. According to Yomiuri Newspaper, in 
September 2002 the population of Chitose City reached 90,000. This made the city one of the 
very few in Hokkaido to experience a population increase. The ratio of males to females is 
108.0: 100.0, a decrease of0.9 (City ofChitose, 2001a). There is likely to be an increase in 
the number of female employees in future, because Chitose has an international airport and a 
growing industrial complex. As a result, traditional employment circumstances in the area, 
where many males worked as soldiers in the Self-defence Force, have slightly changed. 
2 
Chitose is also called "Chitose, the youngest town in Hokkaido" because of the average age 
ofthe citizenry (City ofChitose, 2001a). 
In Hokkaido Prefecture, the "Plan for Independence of Hokkaido Women" was formulated in 
1987, and in 1997, the "Hokkaido Gender Equity Plan" was established. Of particlar 
relevance in terms of gender equity, under pressure from the establishment of the Basic Law 
(doc. 4, Hokkaido), the prefectural government felt the necessity of taking action, and 
established the Hokkaido Gender Equity Promoting Regulation in April, 2001. The Hokkaido 
Prefectural Government planned to implement the gender equity policy further, in line with 
this regulation. 
Chitose City is an outstanding city in Hokkaido with the development of various grand 
projects. All of them are long range projects. The Chitose Bibi World is an area developed for 
a collaboration between research laboratories and private production companies. The Chitose 
Office Arcadia near New Chitose Airport was established to encourage the growth of 
factories within the Photonics Valley Project, a collaboration between the photonics science 
industry and the Chitose Institute of Science and Technology. 
According to a 2000 survey, titled "The Capitals Ranking of an Administrative Refmm" 
completed by Nihon Keizai Shinbun (Japan Economic Newspaper) and Nikkei Sangyou 
Shouhi Kenkyuujyo (Nih on Keizai Shin bun Industrial and Consumers Institute), the City of 
Chitose was rated twelfth among 604 cities throughout Japan. The evaluation focused on the 
following four aspects: (1) The degree of transparency of the administration such as freedom 
of information to the public (Chitose ranked in the top 100 cities); (2) The degree of 
reinvigoration and effectiveness of the administration (rank: nineteenth); (3) The degree of 
participation of citizens in the administration (rank: eleventh); and ( 4) The degree of 
convenience of the administration such as window service at the citizenship section, and the 
service at city facilities (rank: sixth) (Chitose Minpo, 2002). This survey suggests that this 
small city in the northern-most island in Japan leads many other Japanese cities in the field of 
administration reform. Therefore, it provides an excellent site to assess what changes might 
be occmTing or are likely to occur in the public sector in Japan. 
3 
1.2.2 The unique nature of Hokkaido people 
Prior to the 1975 establishment by the Japanese National Govemment of the Headquarters for 
the Planning and Promoting of Policies Relating to Women, the Hokkaido Prefectural 
Govemment had established the Women's Section in its office in 1969. Hokkaido- with a 
population of approximately 5.7 million - has an only 130-year history of modern 
development. Characteristics of Hokkaido people include open human relationships, weak 
traditional concept of Je1 (family) and local community relationships, and low concept of 
exclusion and discrimination in relation to newcomers from Honsyu island (mainland of 
Japan) (Hokkaido Public Relation Society, 1996). This open nature is frequently featured 
alongside 'a frontier spirit' when Hokkaido is compared with the other regions of Japan 
which have longer histories. The catch phrase of Hokkaido Govemment Policy is 
"tamesareru daichi" (the huge land to be tried out). 
1.2.3 Gender equity policy of the research site 
The Hokkaido Perfectural Govemment responded quickly to national policies regarding 
gender equity. The Prefectural government led the national govemment movement by 
drawing up the "Independent Plan for Woman in Hokkaido" in 1987, and by opening 
Hokkaido Woman's Plaza in 1991- before the establishment of gender equality projects by 
the national govemment in 1994. Along with the innovative administration outlined above, 
the City of Chitose issued the Chitose Women's Plan in 1998. The City of Chitose was the 
third city in Hokkaido Prefecture to establish a gender equity plan at a city level. In spite of 
the immediate establishment of gender equity policies and the progressive background of 
Hokkaido, an attitude survey of the concept conducted by the Hokkaido govemment in 1997 
showed that the proportion of positive answers to a question on "equal status of men and 
women in the society in Hokkaido" was smaller than results from a national survey? 
Coincidently, the percentage that indicated inequity in the workplace in a 1997 survey of both 
1 Household, family system, patriarchal social organisation of the family (Renshaw, 1999) 
2 An opinion survey regarding women (Jyosei ni kansunt yoron chousa) conducted by the Prime Minister's 
Office in September, 1990. 
4 
Hokkaido and Chitose showed exactly the same number: 49.3 percent support. This is a 
somewhat surprising outcome. 
The study conducted for this thesis explored the practical experiences of men and women in 
the workplace under the implementation of the gender equity policies in the Hokkaido public 
sector. A local public sector, which is a non-profit organisation, is required to have equal 
working conditions for men and women, because of the local government employment law. 
Nevertheless, this researcher, who had experience working in the Chitose City Council as an 
in-house interpreter for approximately two years during a relationship of eight years with the 
organisation, experienced personally and observed various acts of discriminations which 
were likely gender-based. Considering such experiences and an academic interest in the 
present and future life of men and women in the workplace, the researcher decided to 
examine the problems behind the veil of apparent and lawful gender equality in the 
organisation and to investigate the mechanism and the power beyond the laws. 
1.3 Contribution of this project 
Although many qualitative studies have been conducted to identify communication barriers 
played out in relationships between males and females in the workplace in western countries, 
very little ethnographic research in this field has been done in Japan (Muramatsu & 
Muramatsu, 1998). Most of the Japanese studies on gender issues have proceeded using 
secondary quantitative data. Those quantitative studies do not concretely describe 
communication problems in the workplace, because ethnographic methods have rarely been 
used. 
This qualitative study will, therefore, contribute to the ethnographic study of communication; 
indeed, some Japanese literature encourages researchers to conduct qualitative studies, saying 
that problems experienced should be recorded and working women's voices heard 
(Muramatsu, 1998; Miyachi, 1996). By using first hand data, this study may contribute to 
understanding the meaning of gender construction in Japan. 
Another contribution of this study is the unit of research. It deals with the public sector. 
Literature and research on gender issues in the public sector in Japan are hard to find, as most 
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of the literature available takes up these issues in the private sector. This is because gender 
discrimination is more apparent in the private sector, as the working conditions of males and 
females in the public sector are ruled the same by the local government employees' law. 
Therefore, this research highlights a relatively unexplored area in a new way, and unmasks 
aspects of an unspoken organisational climate and culture in Chitose City Council. 
Furthermore, in a local community, any new phenomenon in the local government office 
leads to reformation and change in the wider community, including the private sector. 
Therefore the recommendations from my analysis of the public sector will indirectly 
contribute to social change in Chitose City as a whole. 
As feminist methodology suggests some new angles for the interpretation of the gender 
argument which are unique and deviate from the conventional male-centred research (Abbott 
& Wallace, 1997), the researcher believes that this study will contribute to the academic 
history of feminist research by suggesting some new perspectives on gender issues and 
organisational communication in the Japanese workplace. Based on feminist frameworks 
(Connell, 1987; Ehara, 2000; Hatcher, 2000; Iwao, 1995; Pringle, 1989a), the findings of this 
study will increase awareness of both gender and communication issues in Japan in the 
academic community. 
Also, the researcher anticipates that the findings from this study will contribute to the Chitose 
Women's Policy Division by suggesting new communication strategies for gender equity 
policy, and will help people in Chitose facilitate gender equity policy implementation so that 
communication in the workplace is more effective. Especially in Japanese local communities, 
a change in the organisation of the local public sector has a great influence on the wider 
community. In this sense, as the public sector in a local community is to be a model to other 
organisations in a local community, it is very significant to study such influencial public 
sector practice. The findings in this study should also indicate issues to consider, help 
cultivate leaders in the area of gender equity, and stimulate activists working in this field. 
1.4 Research goals 
This exploratory study aims to investigate the communication barriers and strategies used by 
the public sector in implementing gender equity policy. A further goal is to reveal the social 
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construction of the meaning of gender equity and gender relationships in a local government 
workplace. This will involve identifying the extent to which public sector employees have an 
awareness of gender equity issues in their work environments. 
1.5 The unit of analysis 
The unit of analysis for this research was the main office of the Chitose City Council, 
Hokkaido, Japan. The local govemment office consists of seven departments, subdivided into 
fifty-six divisions, all housed in a central building, with the exception of the municipal 
hospital and the fire station. Those fifty-six divisions control 109 sub-sections. The number 
of full-time employees in the building is approximately 500. 
1.6 Research questions 
The following maJor questions and sub-questions were designed to reveal the usually 
unspoken communication problems that occurred in the organisation. These problems arose 
when new policies were implemented and they were the result of the different communication 
styles of men and women that created gender-inequitable working environments in Japanese 
offices. 
These questions are: 
1. What are the cultural factors that have shaped the understanding of gender differences in 
the Japanese office? 
a) What language strategies are used to produce and maintain gender role divisions? 
b) What traditional or contemporary cultural perceptions shape and maintain gender role 
divisions? 
2. What communication strategies are used by the Women's Policy Division of the Chitose 
Public Sector to implement gender equity principles? 
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a) What are the tentative goals of the communication strategies and their implementation in 
the public sector? 
b) What communication mechanisms support their implementation? 
c) What are the communication barriers to their implementation? 
3. What are the employees' experiences of the gender equity communication strategies used 
by the Women's Department of Chitose Public Sector to implement gender equity principles 
in the workplace? 
a) What are the employees' perceptions of the change of working environment after the 
implementation of the gender equity policy? 
4. What are the communication mechanisms for the social construction of the meaning of 
gender awareness and diffusion of gender awareness in the public sector in Chitose? 
1.7 Justification of research 
Contemporary attitudes demand that gender issues cannot be ignored in any social, economic, 
or political environment- including Japan's. There is an urgent need to disentangle the old 
and strong threads of the complicated mechanism of both gender problems and 
communication barriers in the workplace in Japanese organisations in order to develop future 
plans for better organisations and better, more satisfying, Japanese workplaces. 
Relevant literature, in both English and Japanese, regarding feminist methodology, gender 
issues, and Japanese social and cultural issues was reviewed. Current Japanese literature 
based on qualitative research or first-hand research is limited. This led the researcher to 
conduct feminist qualitative research to contribute to a greater understanding of gender 
relationships and communication between employees and employers in the Japanese 
workplace. 
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1.8 Limitations 
One limitation of this study is that, because of the cultural framework of indirectness and 
avoidance of criticism of others that characterises Japanese culture, and because of fear that 
any leak of infmmation may influence their status in the organisation, informants may be 
reluctant to allow the issues to be fully explored. In consideration of this limitation, the 
researcher gave informants pre-research written information and written consent forms, in 
order to ensure their understanding of this academic research, and provided ethical clearance 
confirmation ensuring confidentiality and anonymity. And, the researcher later carried out the 
follow-up questionnaire and a participant observation so that multi data collection could 
verify initial interpretations. 
The sampling limitation - this is a single case study in the public sector in a local 
community- does not allow generalisability to all cases of social phenomena in Japan. This 
is because the detail of this phenomenon and the level of barriers of gender problems may 
vary depending on the size, culture, and history of each locality. However, the fmdings in this 
research unveiled the daily fact of male-centred activities which took place in an innovative 
small city administration in the northern-most island of Japan. Since all public organisations 
are influenced by national gender equity policies, my findings are argued to have some 
generalisability. 
1.9 Overview of methodology 
1.9.1 Ethnographic approach 
The researcher was guided by Lather's (1991) statement that "to do feminist research is to put 
the social construction of gender at the centre of one's enquiry for this study" (p. 71). This 
suggests that feminist research should be investigated, when applying ethnographic methods, 
in light of a social constructionist perspective. The goal of this feminist research as 
ethnography is the interpretation and meaning of the researched social world. Interpretation 
of data is a form of"defamiliarization" (Thomas, 1993, p. 43), which is a way of distancing 
ourselves from the taken-for-granted aspects of what we see, and allowing us to view what 
we have seen more critically (Thomas, 1993). 
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1.9.2 Feminist methodology 
One of the significant and strong aspects of applying feminist methodology in research is to 
reject traditional conventional mainstream research procedures and to establish new 
interpretations of conventional social phenomena which had been argued along the male 
perspective that has governed major social science research. While in traditional research 
absolute trust is placed in the objectivity of the researcher for preventing bias, the 
psychological distance of objectivity and subjectivity between the researcher and the 
researched is questioned in conducting feminist research. The management of emotion 
became one of the important and difficult tasks for the feminist researcher in conducting 
research in a male-dominated workplace. 
1.9.3 The case study approach 
A case study strategy was used in this exploratory study in order to investigate "a 
contemporary phenomenon within its real-life context" (Yin, 1994, p. 13). In this study, the 
case study approach enabled the researcher to explore present-day experiences, honest 
perceptions, and the real voices of men and women in the workplace of a public sector 
workplace in Chitose, Hokkaido, Japan. The researcher in this case study chose methods for 
the triangulation of data collection, which are detailed in the next section. 
1.9.4 Methods of data collection and analysis 
As the research method, a triangulation strategy was used, including some ethnographic 
methods such as open-ended interviews, focus group discussions, follow-up questionnaire 
interviews, and participant observation in order to assure validity (Maxwell, 1996). 
Interviews and discussions were audio-tape recorded, transcribed and translated from 
Japanese into English. Each of the interviews, focus-group discussions and questionnaires 
was preceded by the researcher's statement concerning communication which would help the 
informants understand problems in promoting gender equal policy, and they were informed 
that the data collection would be kept confidential. The text of focus-group discussions and 
open-ended interviews was coded and categorised using themes during the procedure of 
iteration of analysis and conclusions were drawn based on successive approximation 
(Newman, 1997). 
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1.10 Outline of chapters 
This thesis is structured in five chapters presenting each stage in the completion of this 
research project. Chapter One, as an introduction, has presented the background of the 
research, outlining the social, political and conceptual environment of the case study research 
site, the City of Chitose, Hokkaido, Japan. The research questions and the overview of the 
research design are provided to show how this research was progressed. 
Chapter Two consists of two sections. The chapter reviews the relevant Japanese and western 
research literature in order to establish the theoretical foundations for exploration of gender 
problems. In the first section, literature from a feminist perspective (Littlejohn, 2000; Wanca-
Thibault & Tompkins, 1998) and a gender-oriented approach- principally the theory of 
Connell - demonstrates the power relations in organisations and the significance of that 
research. The literature in the second pa1i focuses on providing an overview of unique 
Japanese cultural characteristics, social phenomena of gender relationships that help explain 
behaviour in the Japanese workplace, organisational culture, and communication issues in the 
Japanese organisation. 
Chapter Three establishes the methodological and espitemological framework for 
undertaking qualitative research in light of the felninist point of view that underpins gender 
and communication theories discussed in Chapter Two. The researcher makes special 
mention of the strengths and difficulties of feminist research in this chapter. In the latter half 
of this chapter, an over view of data collection strategies, and a successive approximation as a 
method of data analysis of this case study, is presented and the strengths, limitations, 
justification and validation of this ethnographic research are discussed. 
Chapter Four presents the findings from data collected from the organisation using 
triangulation strategies. Those findings were categorised into the themes that emerged during 
data analysis. The themes were divided into two major parts: the daily working practice of the 
Chitose City Council, and the implementation of the gender equity policy in the organisation. 
The features of these findings were reported to allow the 'real' or authentic voices of the men 
and women who participated in the study to speak about their experiences directly. 
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The final chapter, Chapter Five, summarises and discusses the themes analysed in Chapter 
Four in relation to the research questions. Some suggestions about implementing gender 
equity principles and the communication strategies to achieve this are presented, along with 
an interpretation of the themes that emerged. 
1.11 Definitions of key words and key concepts 
• 'A Local Public Sector' m this study means the Chitose City Council, Chitose, 
Hokkaido, Japan. 
• The researcher applied the definition of 'gender' offered by Connell (1987): 
The social relations of gender are not determined by biological difference but 
deal with it; there is a practical engagement at the social level, demarcating 
gender structured practice from other practice. 'Gender' means practice 
organised in terms of, or in relation to, the reproductive division of people into 
male and female. (pp. 139-140) 
• The meaning of'Gender Equality' was applied from Iwao's study (1995) as follows: 
Japanese thinking, whether or not the scientists define [it], is based on the 
belief that even though men and women are different in disposition, behaviour, 
and biology, they can be equal as humans, and that equality consists of a 
balance of advantage, opportunity and responsibility achieved over time. (p. 3) 
• The concept of 'gender equity' is one of the basic conceptual frameworks of this study. It 
is a "procedural notion", for ensuring that "procedures are equitable" (Poiner & Sue, 
1991, p. 7). Their definition of equity focuses on ''the criteria for [distribution] and on the 
fairness of rules governing liberal democratic institutions" (Poiner & Sue, 1991, p. 7). In 
Japan, gender equity aims at achieving genuine equality and developing procedural 
practices to achieve it between women and men by planting the idea of respecting human 
rights deeply into society's soil (Prime Minister's Office, 1998). 
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• 'Gender Equity Policy' includes laws, regulations and plans regarding gender equity 
implemented by national policies, Hokkaido government policies, and City of Chitose 
policies. 
• 'Power' in this study is defined as "a balance of advantage or an inequality of resources 
in a workplace and the relations of power that constrain the daily practice of not only 
women, but also men." (Connell, 1987, p. 107). As relational, dynamic, and multi-
directional, power is enacted within every organization (Henick, 1999). 
• The researcher defined 'gender awareness' in this study as a realisation of the meaning 
of the social constructedness of gender conceptions. It is operationalised through the 
research design to see whether public sector employees are questioning the operation of 
gender relationships in the working environment. 
1.12 Conclusion 
This chapter has introduced the research questions and provided an overview of the research 
project. The methodology and research design was presented, along with definitions of the 
key concepts that provide the conceptual framework for this study. Several limitations were 
stated. In the next chapter, the key literature in the area of gender issues in the workplace in 
both Japan and western countries will be presented and argued. 
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Chapter Two: Power, Gender, Japanese Culture and Organisational 
Culture in the Workplace 
2.1 Introduction 
The previous chapter presented the background of the research, and the research problems, 
and outlined the research site of the case study, the City of Chitose, Hokkaido, Japan. In this 
chapter, the researcher first examines the standpoint, significance and task of this study as 
feminist research. The literature on Critical Theory suggests the mission of feminist 
researchers is to provide and reveal new perspectives in the study of social phenomena that 
were previously and conventionally argued from a mainstream standpoint; that is, from the 
masculine point of view. Some relevant feminist theories are presented, and gender-oriented 
theories - whose arguments are based on both male and female perspective - are 
highlighted. Those theories underpin the analysis of the findings of this study. 
Secondly, the researcher focuses on three major cultural aspects of the organisation in order 
to establish the conceptual framework: gender relationships, Japanese culture and 
organisational culture. Culture has been defined in various ways, but in this study it is defined 
"as 'shaped programming of the mind' of entire social groups and the result of human beings 
making sense of their existence and experience" (Neher, 1997, p. 129). 
Sections two and three focus on the literature about the implementation of gender equity 
policies and problems in the labour market. Section four provides an overview of the issues 
related to cultural and social background that embed gender discrimination in the workplace 
and society in Japan. The fifth section reviews literature on the cultural and social attributes 
in Japanese society and Japanese organisations that limit women's work practice. Sections six 
and seven examine the issues of masculinity and femininity in the workplace from a social 
and linguistic point of view. 
This literature review draws on both western and Japanese cultural perspectives. However, 
since many perspectives in the western context can be applied to Japanese society, these have 
been cited to present arguments about the Japanese situation. This review suggests that 
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women around the world share a common marginalised position in society, alongside the 
specific experiences shaped by the Japanese cultural context. 
2.2 Power and gender in organisational research from feminist perspectives 
2.2.1 Power relations in organisations 
The issue of power relationships cannot be avoided in discussions about life in organisations. 
In work organisations, social concepts such as gender difference, disadvantage and 
discrimination are commonly seen as the outcome of the operation of power (Halford & 
Loenard, 2001). Connell (1987) asserted that: 
Power may be a balance of advantage or an inequality of resources in a 
workplace, a household, or a larger institution ... [the] hegemony is also an 
essential part of social power. .. [the] relations of power function as a social 
structure, as a pattern of constraint on social practice. (p. 1 07) 
In short, Connell claims that the hegemony of masculinity controls organisations and society 
in general. 
These power relationships are embedded as the 'truth' of organisational life, and direct that of 
others as 'truth' (Heckman, 1990). Post-structuralist perspectives on gender and organisation 
elaborate this complexity by explaining that: 
First, power is understood as to circulate between all social actors ... Second, 
power is understood to operate through the construction of 'truth' through 
language and discourse. Third, the way power operates through discourses of 
'truth' shapes how each of us perceives ourselves, others, and the world 
around us. (Harford & Leonard, 2001, p. 32) 
Connell (1987) claims that power relations constrain the daily practice, not only of women, 
but also of men. Modern capitalistic societies have not yet achieved emancipation of both 
men and women from "a prison of gender" (Mumby, 1998, p. 624 ); therefore, researchers 
have a responsibility to work toward making this possible. The study applies a feminist 
critique, to focus on gender differentiated organisational phenomena and to describe, explain, 
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and propose actions to respond to the complex gendered tensions and conflicts (Hearn & 
Parkin, 1992) in the local public sector in Japan. 
2.2.2 Power and gender relations in organisations 
Power is the central issue in interpreting gender relationships in organisations (Halford & 
Leonard, 2001 ). Gender relationships in organisations can be conceptualised as relationships 
operating through power. The interpretation of various events in organisations is also 
controlled by the authority of power (Vecchio, Hearn & Southey, 1996). Connell (1987) 
defines power in comparison with authority as follows: 
... the main axis of the power structure of gender is the general connection of 
authority with masculinity. (p. 1 09) 
Hearn & Parkin (1992) suggest that an analysis of the ubiquity of patriarchy is essential to 
appreciate the nature of authority and power in organisations. Herrick (1999) claims that 
power and authority are not the same. She argues that power, tmderstood in the Foucauldian 
sense as relational, dynamic, and multi-directional, exists within every organisation on at 
least two levels: the official, sanctioned level and the unofficial, unsanctioned level, across 
the entire organisation, while authority is conferred by organisational positions and includes 
the official power of making decisions. She concludes that: 
... whatever the relationship is between power and authority, it is confined in 
the micro practices of everyday interaction, where power is understood not as 
a monolithic, all encompassing strategy, but as a shifting terrain of 
professional and everyday discourses. (Renick, 1999, p. 288) 
Under the authority of masculinity, how does the power of men and women interact in the 
organisation? Both women and men interact within gender-segregated networks inside 
organisations and those interactions facilitate communication and create relationships of trust 
and reciprocity (Hultin & Szulkin, 1999). They further indicate that women are removed 
from central business networks in which organisational power and important decision makers 
are located, because generally men have much wider professional social contacts at work than 
women have. Thus women, generally, receive less support for their arguments and their 
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claims in male-dominated workplaces, where males are most often the decision-makers 
(Hultin & Szulkin, 1999). Those male decision-makers in an organisational structure regulate 
the customary law that practically creates and regulates the male and female working 
environments (Hultin & Szulkin, 1999). 
Although women are classified as an inferior part of the organisational structure, Pringle 
(1989b) suggests that male power is not only imposed on women, rather, gender relations are 
"a process involving strategies and counter-strategies of power" (p. 168). Quoting Foucault's 
assertion that 'power is always there', feminist researchers claim that "power is exercised all 
levels" (Hatcher, 2000, p. 8) and that "resistance is also one of the fundamental conditions of 
the operation of the power" (Hall-Taylor, 2000, p. 22). Although the exercise of power, 
resistance, and struggle is inherent, people as subjects also choose their actions freely 
(Pringle, 1989b). 
2.2.3 The significance of organisational research from feminist perspectives 
Feminist theorists have observed that many aspects of life are 'gendered', meaning that they 
are experienced in terms of the masculine and the feminine. Feminists challenge the 
conventional gender assumptions of society and strive for the well-being of women and men 
in the world (Littlejohn, 2000). Wanca-Thibault & Tompkins (1998) also highlight the 
significance of feminist research, asserting that: 
Along with offering a new set of lenses for viewing management and 
organisations and identifying differences that have been purposely made 
invisible by the privileged gender-political social systems, feminist research 
provides the opportunity to demonstrate the extent to which the public and 
private realms are constructed and power/knowledge is maintained via the 
privileging of one system over another. (p. 608) 
Taking into consideration the lessons of and changes over the history of feminism, the 
researcher learned that it is important to "find something valuable in each of [the] feminist 
perspectives" (Tong, 1989, p. 8). And as a researcher, I came to recognise that one significant 
dimension of this feminist research is a concern with "critiquing and exposing the social 
constructions of organizing - the patriarchal power and domination that underlie and 
17 
reproduce organisational structures and practices" (Wanca-Thibault & Tompkins, 1998, p. 
611). 
From a Marxist-feminist stance, it is possible to recognise that a hierarchal system in the 
society, and especially in organisations, remains patriarchal. Uehara (1992) claims, quoting 
Ueno, that patriarchy does not only mean that men's psychological control over women or 
laws allows men to hold a dominant position, but also derives from the material and 
economical bases. For instance, in a family, men, as patriarchs, compel women to perform 
unpaid housework for family members and they, in tum, totally depend on it. Housework, as 
unpaid labour, remains a normalised gendered power relationship. Therefore, the words of a 
husband, "Who do you think is earning a living and feeding you?" sound powerful. Thus, the 
women's work force is still only recognized as a second level workforce, particularly in 
Japan (Uehara, 1992). Similarly, such hegemony of power in most organisations is held by 
men. Radical feminists insist that male power remains at the root of the social construction of 
gender (Tong, 1989; Littlejohn, 1999). 
2.2.4 Female workers and the organisational culture 
What do organisational cultures do to hinder or maintain men and women in moving toward 
the emancipation of gender equity? How do organisational cultures influence the perceptions 
and the experiences of men and women in the workplace? Neher (1997) defines 
organisational culture as "microcultures, the patterns of making sense and experience 
characteristic of a specific organisation" (p. 130). As the 21st century begins, women 
increasingly join the workforce and enter careers that used to be the exclusive bastion of men 
(Miller, 1999). However, women have been and still are marginalised members of the 
patriarchal system in organisations (Wanca-Thibault & Tompkins, 1998). Women are 'late 
entries' into organisations where the structure and power are already organised, keeping 
"masculine values and male prerogatives" (Hearn & Parkin, 1992, p. 59). Thus, in feminist 
research, such as this research, it is critically important to recover the relative invisibility of 
gender in organisations (Sheppard, 1989, p. 139). 
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Feminist researchers aim to challenge the taken-for-granted assumptions about this gender-
based power stmcture (Sheppard, 1989) that is facing change via growing numbers of women 
in Japan 
2.2.5 Challenging analysis from a gender approach in organisational research 
Burrell & Hearn (1989) claim the necessity of gender study, because "gender and gender 
relations have long been deemed to be absent or relatively unimportant within the study of 
organisations" (p. 1). A gender approach, based on feminism, tries to explicate the gender 
constmction of the present society, focusing not only on classical theory in light of the 
traditional patriarchal system, but also on how gender problems are constructed, socially and 
culturally (Omoto, 1995). Connell (1987) defines 'gender' as follows: 
The social relations of gender are not determined by biological difference but 
deal with it: 'Gender' means practice organized in terms of, or in relation to, 
the reproductive division of people into male and female. (pp. 139-140) 
Connell (1987) also criticises conventional feminism because of its single-angled view on 
social phenomena; that is, male superordination over female subordination. In other words, 
conventional feminist thought, shackled by various notions of the single structure based on 
biological division, does not highlight the power stmctures circulating around men and 
women. Connell (1987) also argues that gender studies in the 1980s traced the outline of two 
substantially different structures of relationship between men and women: the division of 
labour and authority, control and coercion. He claims that these stmctures are not separate, 
but they interweave all the time. 
This analysis draws on his seminal work on "a theory of practice" (Connell, 1987) that offers 
resolutions to some of the dilemmas that theories of gender have experienced. Conventional 
feminist theories have, too often, looked for single causes of oppression of women. 
Connell's theory of practice is derived from: 
. . . philosophical critiques of mainstream Marxism; the dualist or recursive 
models of the relation between stmcture and practice developed in theoretical 
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sociology; and of the self, personal action and intersubjectivity developing in 
social psychology. (p. x) 
The researcher, in this study, applies this theory of practice-based approach in social 
construction in order to elucidate gender barriers that play out between men and women, 
daily, in the Japanese workplace. As Hatcher (2000) claims, it is not only men but "women 
also that are complicit in the process of reproducing the unequal power relations that operate" 
(p. 12), and "the performance of gender is a daily accomplishment" (p. 2). Gender is 
constructed by the interaction of men and women. Thus, this study does not only focus on 
women-centred approaches, but also on the practices of men. The researcher believes that it 
is necessary for men and women ''to hear and learn more about each other", and to know 
"how their interactions affect the inequity in their work-lives" (Hale, 1999, pp. 421-422). 
2.2.6 A feminist communication approach to organisational research 
As this gender study explores the interactive practice between men and women, gender study 
can also be rephrased as a study of communication between men and women. Littlejohn 
( 1999) outlines the four tasks of feminist communication research in examining: ( 1) the ways 
the male language bias affects gender relations; (2) the ways male domination compels 
females to communicate; (3) the ways women have adopted or resisted the forms of male 
language; and (4) the power of women's communication forms. 
Quoting Penelope, a feminist communication theorist, Littlejohn (1999) acknowledges that 
"Language is central to all human experience and society ... A Universe of discourse is a set 
of language conventions that reflect a particular definition of reality" (p. 241 ). 
Given that social structure is constructed by discourse (Nakamura, 2001), feminist 
communication researchers are obliged to analyse and interpret how the language and 
behaviour of men and women produce gendered social structure. 
Wanca-Thibault & Tompkins ( 1998) also suggest that the task of feminist organisational 
communication research is: 
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to explore how language created gendered relationships; how 
communication reaffinns hierarchies that subordinate organisation members 
and alternate views; and how women express and interpret organisational 
experiences... to enhance awareness of women's subordination m 
organisational life, and that direct individual, organisational, and societal 
change. (p. 608) 
Empirical data is urgently needed by Japanese researchers working in the area of gender and 
women's studies. For example, Muramatsu & Muramatsu (1998) encourage researchers to 
record details of social phenomena for future research, even if the phenomena appears to be 
peripheral or of minimal importance. 
2.3 Gender relations and Japanese organisational culture 
2.3.1 A definition of gender equality in gender equity policy in Japan 
The Japanese term 'danjyo kyodo sankaku', which literally mean 'gender equality 
participation', is also officially translated into English as 'gender equality' (Osawa et al., 
2000; Prime Ministers Office, 1998) and was used officially for the first time in The New 
Action Plan Toward 2000, which was announced in 1991. The expression 'sankaku' was 
developed to describe women's passive participation in projects that aimed to achieve the 
active and equal participation of men and women, including participation in decision-making 
(Akaoka, 2000). 
Akaoka (2000) claims that this shift in the concept of gender means a change from the 
ideology of feminism, which primarily focuses on the promotion of women's status in a 
society, to that of gender-free, which here means "a society in which men and women work 
together to establish a society which is not ruled by the concept of gender that is fmmed 
socially and culturally" (p. 36). 
It is clear that structural barriers maintain and reinforce distinct gender roles or reproductive 
roles for Japanese women. Japanese women historically have accepted a predominant-
subordinate position in society without seeking alternatives (Isa, 2000). Further, women, 
especially housewives or mothers, have internalised their roles, and seldom express dissent 
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from social beliefs and expectations (Isa, 2000). Kato (1999) reports that housewives in Japan 
are usually treated as a group of middle-aged women collectively called 'Obasan', with no 
skills and no intelligence. Therefore, women who wish to work again after a maternity or 
child-rearing break are driven into part-time work status, and are situated in a poor working 
environment, regardless of education or qualifications (Kato, 1999). 
According to feminist theory, inequalities, gender discrimination and existing gender role 
divisions reflect the power structure of male dominated society and maintain this social 
structure. Feminists propose eliminating inequality by changing gender role divisions, 
questioning stereotyped gender images, and by correcting women's unequal opportunities 
and access to resources, and have made efforts to dissolve the complicated mechanism of 
discrimination (Yazawa, 1997). One outcome is the introduction of gender equity policies in 
Japan. 
2.3.2 Gender equity policies in Japan 
Under international pressure, the Japanese government started implementing gender equity 
policies actively aiming at gender equality - especially in the workplace - with the 
establishment of the Office for Gender Equality within the Prime Minister's Office in 1994. 
The national government drew up its 'Gender Equality Plan 2000' in 1996. This plan not only 
focuses on issues related to men and women, but also on the reconsideration and construction 
of social systems and customs that would change gender perceptions. This plan indicated a 
shift :fi:om the conventional procedure of solving women's problems or the promotion of 
women's status in society to the new paradigm of gender-free policies (Osawa, 2000). 
Another achievement of the national government's Office of Gender Equality is the 
establishment of the Basic Law of the Gender Equality Policy in 1999. According to these 
national policies, each local government is expected to draw up action plans in order to 
achieve gender equity in society. In spite of the obligation (according to the Basic Law) for 
all local governments to promote and embody the forming of a society with gender equity, 
only 13.6% of Japan's major 422 cities have formed an action plan in accordance with gender 
equity policy (Osawa, 2000). 
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One of the possible reasons why only a small number of cities took action on gender issues is 
that gender issues are not considered to be important problems that affect male-centred 
society. In Japan, gender issues have historically been handled only as women's problems, 
which men were not concerned with (Ehara et al., 1999; Muramatsu, 1998; Osawa, 2000). 
However, with the influence ofthe Beijing World Conference of International Women's Year, 
the perception that gender has shaped society and culture has been clearly and significantly 
recognised as being separate from the sexual, reproductive or biological points of view. 
In order to meet equity needs, processes that change women's awareness of themselves, 
perceptions of society about women, gender role divisions, and the function of society 
influenced by the gender roles, should be considered. Pushing the process forward, 
'empowerment' of women is indispensable to accomplishing equal rights for women in a 
society (Muramatsu, 1998). However, Yamaoka (2000) regrets the present situation in which 
few women in Japan have spoken out on gender inequalities. Osawa (2000) indicated 
Yamaoka's argument that such an apparent lack of reaction by women cannot be avoided, 
because Japanese women have been traditionally taught that they should be subordinate, they 
should not talk back, and that it is women's role to serve to men. She argues that women are 
restricted in their behaviour, their use of language and in selecting occupations, simply 
because they are born female. Banzai (1999), therefore, claims that women should be 
protected by the social system, so that they will not be discriminated against for biological 
reasons (such as through forced retirement due to childbirth or marriage). 
2.3.3 Equity and the Equal Employment Opportunity Law (EEOL) in Japan 
The Equal Employment Opportunity Law (EEOL) was the first proposed in Japan in 1986 as 
a means of providing greater gender equity in employment (Molony, 1995), and aimed at 
eliminating any gender-based inequalities in working conditions in Japanese offices. The 
prohibitions of the 1986 EEOL were less strict and most of the articles ofEEOL demand only 
infmmation about the company's effort to eliminate discrimination. After the law's 
amendment in 1997, the EEOL prohibited all gender discrimination in terms of recruitment, 
employment, retirement age, retirement itself and dismissal. However, feminists in Japan still 
indicate the ineffectiveness of the EEOL, because it does not contain effective sanctions 
against employers who violate the law (Asakura, 1999). Effmi provisions do not have the 
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same effectiveness as private law; therefore, even in cases of violation, legal action could 
hardly help women to improve their disputant situation in the workplace (Asakura, 1999). 
Molony (1995) pinpointed the law's 'loopholes' that enable Japanese employers to 
circumvent the law: 
The EEOL only asks companies to grant women an opportunity not a 
guarantee of employment. In other words, companies do not have to hire 
women, only recruit, interview, and test them. (p. 287) 
Asakura (1999) and Molony (1995) unanimously point out that the intention of EEOL both 
before and after its amendment still caters to employers' desire to treat men and women 
differently. This situation implies a lack of consciousness of gender-equity among those 
employers. 
Poiner & Wills (1991) indicate the value of a notion of 'equity'. They opine that equity is a 
notion of prodecure in order to reach the goal. They claim that appeals to equity are necessary 
for "a fundamentally unequal and unjust social structure" (p. 7). They further warn that the 
argument for equity needs to be reinforced, because people may generally obstruct giving 
equality even when formal equality seems to be superficially accomplished. 
2.3.4 Reasons of inefficiency of EEOL 
Kashima (1999) claims that Japanese industrial society influenced the normal structure of the 
EEOL system in Japanese working environments. According to his analysis of the EEOL, 
Japan established EEOL under external pressure from the UN women's conference in 1980, 
before Japanese organisational practices were ready to accept such laws. In order to explain 
the way in which the Japanese working environment maintains male-dominated company 
structure, it is necessary to discuss the dual structure of the Japanese gender discriminated 
workplace. 
After the implementation of the EEOL in Japan in 1986, a career-track system was 
introduced into the female workforce in private sector businesses in Japan, especially the 
major trading companies. This system divided women workers into elite and non-elite. Elite 
workers are in a category grouping together mainstream positions- called sogo-shoku (the 
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integrated track) - aimed at promotion to administrative positions; non-elite workers, on the 
other hand, are categorised as having an assistant ippan-shoku (the general track) job, such as 
making photocopies and doing clerical work (Kashima, 1999). In the complex context of this 
career track system, therefore, the system is a useful means for demonstrating that the 
company has taken measures to adjust to the EEOL (Kashima, 1999). Women at ippan-shoku 
level still continue to earn low wages (Asakura, 1999). Kaneko (1995) found that women of 
sogo-shoku feel the need to compete on even terms with men who have the full support of 
their wives in their daily lives: 
... men don't need to go back home early to take care of children. Dinner and 
a hot bath are always prepared for them whenever they return home by their 
wives... Also a company will evaluate employees' work, including 
entertaining clients after 5:00p.m. or [during] holidays. (pp. 78-81) 
Yazawa (1997) also indicates that this two-tier system superficially aims to utilise capable 
women, but that it functions to control selected women who can work under the same 
conditions as men. In this sense, this system exists to divide the male-oriented workforce -
including sogo-shoku women - from the female workforce. Moreover, by dividing the 
women's labour market into two categories that are theoretically dependent on workers' 
abilities, the system justifies keeping the conventional low-working conditions of ippan-
shoku workers who are always females. Thus, this career-track system, a by-product of 
EEOL, reinforces gender discrimination in the working environment. 
In addition, Miyachi (1996) further explains that the creation of this dual career system is an 
idiosyncratic Japanese cultural phenomenon. She argues that men generally believe that they 
belong to the company to which they have given themselves completely, or see themselves as 
a member of a group sharing a common destiny. Thus, men obey company orders or readily 
accept transfers. In contrast, women usually do not share these values, and are used to 
working in their job for a limited period (Miyachi, 1996). Yazawa (1997) claims that the 
career-track system is created for the purpose of perpetuating the gender-inequality m 
working conditions that creates the dual structure of working environments. 
Iwao (1995) points out another problem ofEEOL, that: 
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[The law] addresses equality only as far as women are concerned ... [but, not] 
men ... Japanese behaviour, which tends to be shaped by situational demands 
rather than clear-cut principles, has been criticised by many, and a similar lack 
of principle can be detected with regard to the EEOL. (p. 177) 
Men and women immersed in masculine society do not notice the fact that the gender equity 
policy needs to facilitate the emancipation of both men and women. Additionally, as Kato 
(2001) points out, oppressing women working outside the home and taking away women's 
economic independence results in limiting men's way of life as well. Unlike in the private 
sector, all full time employees in the public sector, both men and women, are considered so-
called sogo-shoku (integrated track). Those employees are basically guaranteed 'lifetime 
employment' until retirement. Lifetime employment is not written into the employment 
contract when a person is hired, but it is an ambiguous silent agreement between employees 
and the organisation (Okamoto, 1997). Sometimes, government employees are given 
preference for good positions in related organisations, including in the private sector, even 
after retirement. This procedure is called amakudari (decent from heaven) (Okano and 
Dairokuno, 2001). 
The merit of 'lifetime employment' is that it can nurture talented persons and their long-tetm 
service for the organisation. According to a Nikkei Net survey (2002) regarding lifetime 
employment, 19.5% of Japanese large enterprises support the idea of lifetime employment. 
However, 53.9% of those surveyed indicated that they had reconsidered the practice in the 
light of the current organisational climate. Those companies had introduced an 
accomplishment-based wage system instead of a seniority-based wage system. Thus the 
lifetime employment custom in the private sector has started to collapse and new employment 
systems are being constructed, while the public sector does not yet show similar changes. 
2.3.5 Part- time workers as a buffer of EEOL 
. Women who have been full-time housewives mostly return to the workplace as part-time 
workers after child-rearing. In most cases, they work mainly to supplement the household 
budget (Sugimoto, 1997). It is quite rare for married women, both for full-time and part-time 
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workers, to work to achieve economic independence and realise their own potential 
(Kumagai, 1996). 
In the Australian context, Campbell & Encel (1991) claim that: 
Part-time work has special implications for women- mostly of a negative 
character... part-time employment is, in reality, underemployment, which 
cheapens the cost of labour to the employer and counterbalances equal pay for 
the sexes. (p. 67) 
For most female part-time workers, previous careers (before marriage) are ignored; they are 
engaged in unskilled jobs in service, sales and clerical occupations (Campbell & Encel, 1991, 
Kato, 1999). 
Unlike part-time workers in Australia, part-time workers in Japan are neither protected nor 
supported by laws3 such as those monitored by the NSW Anti-Discrimination Board 
(Campbell & Encel 1991). One-third of female employees in Japan work part-time.4 The 
basic salary of a part-time worker is 70% of that of full-time workers, without bonus. The 
unit of the contract is usually one year. Employees need to make a new contract if they want 
to continue to work. There is no opportunity for promotion, or salary increase. The definition 
of a part-time worker is an employee who works less than thirty-five hours per week. 
However, almost half of part-time employees in fact work more than 35 hours a week. 
Nevertheless, they are still labelled, and treated as, part-time workers (Inoue et al., 1999; 
Yazawa, 1997). Japanese part-time workers, as is also the case in Australia, also "suffer from 
a narrower range of jobs, unfavourable working conditions, and disproportionately low pay" 
(Campbell & Encel, 1991, p. 70). Most Japanese labour markets of this sort are occupied by 
married middle-aged women (Inoue, Ehara & Akiyama, 1999). 
3 The part-time work law in Japan was enacted in 1993. However, the implementation depended on the efforts of 
employers, and the law has no practical force (Yazawa, 1997). 
4 A survey by the Ministry of Labour in Japan, in 1997 (Ehara & Inoue, 1999). 
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2.3.6 The relationship between lack of awareness of the meaning of gender and 
women's status as part-time workers 
According to a 1999 survey by the Prime Minister's Office, Japan has one of the highest rates 
of people in the world who agree with the traditional concept of gender roles (Muramatsu et 
al., 1998). The surveyors suggested that one of the reasons for this phenomenon is that there 
is no consistency in the relationship between the Japanese tax system and the gender equity 
policy. fu other words, while establishing some gender equity policies, national tax and 
pension systems work only to protect couples in which housewives stay at home and do low 
wage part-time work during their spare time (Akaoka et al., 2000; Asakura, 1999; Isa, 2000; 
Muramatsu, 1998; Yazawa, 1997). Usually housewives, as part-time workers, try to keep 
their annual salary in the range of 1.03 million yen, equivalent to AUD $16 094 (AUD $1 = 
¥64), otherwise, they have to abandon the right to tax exemption as a husband's dependant. 
As a result, most such women prefer working part-time, without careful examination of the 
working condition of the part-time jobs (Yazawa, 1997). Furudate (2000) claims that many 
Japanese laws related to marriage are based on a premise that husbands support their wives 
financially, and this causes hardships in ways of living and limitations of lifestyle, not only 
for women but also for men. 
According to Uehara (1992), the part-time working style is a product of the compromise 
between capitalism and the patriarchal system. fu Japan's economic growth period in the 
1960s, Japanese capitalism organised the women's work force- as part-time workers with 
low payment - without changing the situation of the unpaid women's workforce in the 
home. By dint of introducing women to the workforce as part-time workers, Japanese 
companies successfully increased the workforce with low payments, and without providing a 
new supportive environment such as establishing nursery schools for full-time female 
workers' children and so on. Most of the money that part-time workers earn goes to their 
children's education fees. fu short, the underlying purpose of the part-time work of such 
women is to play a mother's role. Wives' earnings from part-time work are little financial 
help with living expenses, and make too small a contribution to undermine a husband's 
authority as breadwinner in the family (Uehara, 1992). 
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It may also be difficult for part-time workers to share in feelings of accomplishment of tasks: 
women have similar subordinate (and lowest) status both in a company and in the household 
(Uehara, 1992). In this manner, organisations in Japan have successfully inducted female 
labourers by using the part-time work system while retaining the patriarchal an-angement. 
The part-time work system in Japan provides a convenient way to secure the wives' labours 
for industry. As part-time workers cannot join labour unions, those female workers can not 
help but accept their working conditions without question. 
Iwao (1995) argues that one of the possible reasons for women's passive attitudes toward 
work is that a woman's place is 'naturally' in the home, and working is a secondary role, 
saying: 
Marriage was known as 'eikyu-shushoku' (lifetime employment) and 
considered to offer the greatest possible security and fulfilment for a woman. 
Jobs outside the home were referred to as koshikake (temporary seat) and were 
valued primarily as a chance for a woman to observe and learn about the world 
outside the home (shakaikengaku) while not incurring a long-term job 
commitment. (p. 156) 
As Hatcher (2000) indicates, gender is reproduced as daily organisational practices. Such 
gendered working and home environments become 'natural', and the continuation of this 
system remains one of the reasons for the lack of awareness of gender discrimination. At the 
same time, because of women's lack of consciousness or willingness to subscribe to the 
gender discriminated tax system, it could be said, that women are "complicit" in producing 
this discrimination (Hatcher, 2000, p. 12). Lack of acknowledgment of gender inequality and 
the naturalisation of this tax system in Japanese society make Japanese numb to gender 
discrimination. 
2.4 The background to implementing gender equity policies 
2.4.1 Strong gender discrimination in Japanese society and its organisation from 
historical and religious perspectives 
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Men's long dominance in Japanese culture is embedded in both traditional Japanese family 
life and contemporary organisational work-life. Irwin (1996) indicates that Japanese women 
follow three regimes of obedience, influenced by Confucian philosophy, that stipulate that 
prior to marriage a woman must obey her father; after marriage, her husband; and after that, 
her first-born son in case of her husband's death. Japanese, at present, do not repeat the 
teachings of Confucius per se in daily life. However, Irwin (1996) claims that Japanese 
organisational systems, such as the seniority system, and the organisational climate -
including different forms of women's speech toward men in the organisation- reflect the 
Confucian ethic that women obey men in throughout their lives. 
Another historical and religious aspect of Japanese thinking refers to the influence of 
Shintoism- the indigenous faith of the Japanese people (Irwin, 1996). Irwin (1996) claims 
that: 
In its general aspects, [Shinto] is more than a religious faith, for it is an 
amalgam of attitudes, ideas, and ways of doing things that have become an 
integral part of the way of the Japanese people. (ibid., p. 1 06) 
Hayashi (2001) argues, based on her frequent rich field work on sexuality, that the conduct of 
reproduction for women is treated as kegare 'unclean' in Japan, and women are excluded 
from formal public events during the period of bearing a child. Even the current hnperial 
family, which supposedly succeeded to the throne of kami (God) of Shinto, is not excluded 
from this tradition. In the case of Princess Masako, after giving a birth to Aiko, she was 
restricted from going out, because "childbirth was considered as confinement period and a 
woman should stay indoors as is the custom of the Imperial Court" (Yomiuri Newspaper, 
December 31, 2001). 
In Japanese society, gender equity issues are not actively discussed in daily life. One of the 
possible reasons for this is rooted in historical evidence that specified women's inferiority to 
men in law. In 1947, the new Japanese constitution pledged the legal equality of men and 
women. However, despite the post war legal provisions, Japanese cultural sentiment 
maintained dansonjyohi (the predominance of men over women) in many arenas of society. 
Further, it cannot be ignored that inequality of men and women was specified in regulations 
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in Japan even several generations ago. That is, the Meiji Civil Code of 1853 stated women's 
inferiority to men (Isa, 2000). The concept of dansonjyohi strongly influenced the way of 
living for men and women, and has been binding women at home in a subordinate role to 
men over a long period in Japanese life (Banzai, 1999). Irwin (1996) indicates that "the 
Japanese stress on 'masculine' values goes a long way towards explaining the subordinate 
role of women in Japanese families and organisations" (p. 105). Kimoto (1995) argues that 
the present-day Japanese family and the organisation of Japanese companies bilaterally 
interact and support one another, keeping a certain kind of balance, and that Japanese families 
and Japanese companies are both complicit in the maintenance of gender discrimination. 
Thus, it can be said that the organisational culture of Japanese society- strong masculine 
cultures- is reproduced, and bound, by people in their daily practices. As Neher (1997) 
points out, "people in the organisation mean cultures" (p. 143). 
2.4.2 The concept of acceptance (shikatagana1) that preserves traditional 
organisational culture 
Another factor in the silence within Japanese public opinion on gender issues in daily life 
derives from Japanese communication practices. The cultural characteristics of Japanese 
people, related to avoiding arguments, partially explains why public opinion will not easily 
change, or be actively expressed. Barnlund (1989), quoting Ozaki, points out three reasons 
for this. Firstly, Japanese people, in general, try to avoid confrontation, whether in their 
personal lives or in business. Secondly, they believe that "proving who is right and who is 
wrong, particularly in public, is regarded as displaying a lack of understanding of [others]" 
(p. 155). A final reason is the sense of shikataganai (it cannot be helped) or the "sense of 
easily giving up some important matter by power, because it is fate" (p. 155). Bamlund 
(1989) defmes this as "a sense of fatalism and futility in seeking the truth through argument" 
(p. 157). "Perseverance and obedience became virtues along with diligence and self-
sacrifice" (Iwao, 1995, p. 154). Ozaki's theory of Japanese cultural characteristics, including 
the lack of critical thinking or questioning, suggests possible causes of the slow development 
in awareness of the social construction of gender. Iwao (1995) supp01is this idea and 
demonstrates the Japanese women's attitudes of acceptance. She argues that women simply 
accept the situation if other working women endure the same discriminatory treatment, 
because they do not want to disrupt the 'hannony' of the workplace. 
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This passive attitude is one of the expected female virtues admired by men (Irwin, 1996). In 
the western context, Connell (1987) calls this option of acceptance or 'compliance' 
"emphasised femininity" (p. 187). 
Similarly, the form of such acceptance is reproduced in Japanese workplaces, because 
Japanese people generally try to avoid conflict with others, and women especially appear 
passive and seem to accept discrimination (Ogasawara, 1998). However, some working 
women, particularly career women, see passive female workers as housewives or 'women' 
rather than as business co-workers. Those career women interpret such passive and negative 
gestures as rather old-fashioned consideration (Iwao, 1995). 
2.4.3 Japanese society as a 'corporate-centred society' - a mechanism to make 
'organisational man' 
Gender role divisions are strongly underpinned by the control working life has over Japanese 
society in general. Broadbent (2001), Muramatsu (1998) and Osawa et al. (2000) describe 
Japan as "a corporate centred society" organized and structured around large private 
companies. "The role of women in the corporate-centred society is to maintain the family" 
(Broadbent, 2001, p. 7). In terms of the society, because of the excessive expansion of 
organisational culture, the company's purposes and activities take precendence over private, 
social or community purposes and activities, and thus a wife and husband's freedom in their 
private life or as members of a family or community is limited. Men who are infected with 
such working 'viruses' are called kaisha ningen (company people); these men work very 
hard, frequently working overtime, with the result that they have little free time to spend at 
home (Ogasawara, 1998). Muramatsu (1998) is critical of the fact that there are large 
numbers of kaisha ningen who believe that pursuing a career is self-realisation; such people 
work very hard to obtain promotions and better status in a company. 
In Japan, employees of organisations often unite as a team which acts to complete successful 
projects (Herbig, 1995a). For this purpose, as well as working extended hours, their private 
time, after office hours, is taken up by company activities such as drinking together after 
work, or sports events on holidays. In Japanese organisations, informal gatherings and 
informal organisational activities are almost a part of the job. Such institutionalised informal 
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activities are called tsukiai (sociality). Yoshikawa (1986) indicates that "tsukiai is not an extra 
measure but an extension of work, and a very important part of the Japanese organisational 
life ... It is considered an important social lubricator which brings people together and 
facilitates the accomplishment of goals" (pp. 162-163). This socialisation within a company 
often compels men, as husbands or fathers, to be absent from home (Muramatsu, 1998). 
Sometimes, a male worker is enmeshed in a culture in which one simply doesn't go home 
early. Fujimura-Fanselow & Kameda (1995) describe the model employee as someone who 
"works overtime, while men who go home early to spend time with their wives and children 
were not 'real' men or are 'sissy' and of no use to the company" (p. 232). As well, a man 
who puts gender equality into practice at home and introduces such ideas into the workplace 
is brought into contempt and is likely to end up in a position of little responsibility (Fujirnura-
Fanselow & Kameda, 1995). 
Renshaw (1999) also describes the extended hours of Japanese workers as not necessarily 
productive: "time spent waiting for one's superior or co-workers to leave may be simply 
'busy work' " (p. 84). Iwao (1995) criticises such male attitudes that mean male office 
workers may work at a rather languid pace and end up putting in overtime. 
There is no doubt that many Japanese men work under intolerable, inhumane conditions. 
Fujimura-Fanselow & Kameda (1995) and Iwao (1955) indicate that since the late 1980s 
many diligent, serious-minded male company employees in Japan have faced the threat of 
karoshi (death from overwork). Similarly, Kato (2001) claims that the masculine 
homogeneous organisational culture excludes female workers from the corporate structure, 
while simultaneously limiting the life experience of men, placing excessive burdens on them, 
and forcing them to give up humane living. 
2.5 Gender relationships in the Japanese workplace 
2.5.1 Traditional gender norms and a drift of female workers 
The traditional gender role concept of 'men working outside and women working inside the 
house' has strictly controlled people's perceptions and behaviour historically in many 
countries. The gender stereotyping extends from family life into the work place. The notion 
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expressed in the old Japanese proverbial phrase 'good wife, wise mother' continues to 
influence beliefs about gender roles at both a societal and individual level (Isa, 2000). Iwao 
(1995) claims that: 
... most of [the] men would like to think that women are capable of 
performing only in the areas related to what is known as women's daidokoro 
kankaku (housekeeper's instinct)... and that they are unfit for positions 
involving political policy, economic affairs, security or diplomacy. (p. 214) 
Stereotypes become lenses through which women and their abilities and potential for power 
are perceived, not just by men, but by women themselves. 
Studies by Kato (200 1) and Isa (2000) demonstrate that strong emotional control by a 
husband binds his wife to the home and restricts her freedom. For instance, the wife of an 
executive of a company, in Isa' s study, explains why she cannot work, saying, "I cannot work 
because my husband didn't permit me to work. If I work outside, he will lose face in his 
company. He permits me to do hobbies, voluntary work, or part-time work, but not full-time 
work" (p. 35). Usually, the wives of top executives of Japanese organisations do not work 
outside the home; if they work, it is taken to mean that "her husband has neglected his duty of 
providing for the family's needs, and it is shameful" (Isa, 2000, p. 35). 
A 1982 survey by the Prime Ministers Office, regarding the perception of gender role 
divisions in Japan, showed that 70% of people agreed with the traditional and conventional 
gender roles. However, the same survey, repeated in 1995, showed that 26.8% of people 
agreed with the traditional ideal, and 48% disagreed (Akaoka et al., 2000). The results of 
these two surveys on perceptions regarding gender roles indicate the remarkably rapid change 
in Japanese perceptions on gender within about a decade. In spite of this rapid change in 
views of gender roles, there has been little change in husbands' participation in the household 
and child-rearing, and wives with a full-time job are still in an extremely difficult situation. It 
is hard to change people's sense ofvalues. Research in 1993, cited by Akaoka et al. (2000), 
indicates that there are 18.6% of men who have 'new perceptions' about doing household 
jobs but they do not actually undertake this work (as shown in Table 2.1). In the survey those 
who described themselves as 'New people' (9.3%) have new perceptions when they 
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undertake household tasks. Those believing in 'New behaviour' (16.2%) do household tasks 
reluctantly, because they still keep old perceptions. 'Old fashioned' people (55.3%) retain old 
perceptions about the role of women; in this group men do not undertake any household 
work. This table suggests that men cannot undertake household jobs because of their hard 
work and extended hours at the company, but also that some are hesitant about doing 
household jobs because of the traditional idea that household jobs are women's work. 
Table 2.1: Men's perceptions and behaviour regarding household jobs 
New 
consciousness 
Old 
consciousness 
Old behaviour 
New perceptions -
18.6% 
Old fashioned -
55.3% 
New behaviour 
Newpeople-
9.3% 
New behaviour-
16.2% 
(Source: Kyoto University, 1993, cited byAkaoka, 2000) 
In Japan the proportion of working women of reproductive age forms an 'M' curve 
(illustrated in Table 2.2), and when age is plotted on the horizontal axis, the dent in the 
middle of the M curve covers women in the age group 30 to 35. The M curve gets its shape 
from the combination of statistics for unmarried and married women. When women are in 
their twenties and thirties, the unmarried ones are far more commonly employed than those 
who are married (Akaoka et al., 2000; Yazawa et al., 1997). 
Table 2.2: The rate of women's workforce participation categorised by age: M-shaped 
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Most women still leave their jobs on the occasion of marriage (kotobukitaisya), and "those 
few women who did not quit were often labelled as either social inferiors [or] married to 
husbands who could not support their families" (Ogasawara, 1998, p. 68). The curve for 
married working women has the shape of a mountain with a single peak between the ages of 
45 and 49 (Akaoka et al., 2000). When women are in the first half of their twenties, their 
wages amount to 90% of the wages of men in the same age group, but after the age of 45, 
their wages come to only about half their male contemporaries (lwao, 2001). 
Among leading industrialised countries, Japan is the only country whose rates of women's 
workforce participation are based on age groups that form an M curve, in which the centre of 
the letter M corresponds to the early thirties. The letter M shows the pattern in which women 
leave their jobs in their early thirties for childbirth and return to work mainly as part-time 
workers, after a break of several years, when children grow a little older (Akaoka et al., 2000; 
Brannen & Wilen, 1993; Iwao, 2001; Kato, 2001; Muramatsu, 1998). The fact that this M 
pattern reflects the typical situation for Japanese working women means that Japan is one of 
the most difficult countries in the world in which to combine child-rearing and a career. More 
than 90% of women who retired following childbirth said that they wanted to continue 
working if the conditions allowed them to do so (Akaoka et al., 2000). A survey done by the 
Asahi Newspaper in 1996 shows that only 45% of women returned to their office after taking 
maternity leave (Akamatsu, 2000). More than half of them gave up their career. 
There is an expression that university educated female students in Japan experience 'an ice 
age of employment opportunities'. This 'ice age' often continues for women workers after 
they gain employment as well, because they face many difficulties and unequal opportunities 
in work (Akaoka, et al., 2000). For instance, they are only given jobs such as serving tea or 
assistant jobs with limited opportunities for the training that would provide promotion. Also, 
some companies carry out 'maternity leave restructuring', which means that women who take 
maternity leave have limited opportunities to return to their previous positions (Akaoka et al., 
2000). 
Even though EEOL defines equal opportunities and prohibits discrimination in the working 
enviromnent, the social structure still maintains gender discrimination. The concept of gender 
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role division is effective in defining housekeeping and child-rearing as women's jobs, and 
women are also disciplined to be modest so that they maintain daily organisational practice. 
2.5.2 The myth of three year-old infants 
The widely held theory or, rather, myth in Japan is that "the close physical contact and 
interaction between mother and child - usually called skinship (physical contact) in 
Japanese- in the years between birth and three has special and long-lasting significance" 
(Iwao, 1995, p. 47). TheM curve dent covering women aged in their late twenties and their 
thirties reflects companies' customary culture that women quit jobs because of child birth or 
child-rearing. This exodus is undoubtedly due to the influence of the myth that mothers 
should devote themselves to rearing a child until it is three years old. In the middle of 
twentieth century, in accordance with the period of economic growth in Japan, some Japanese 
doctors, educators, and psychologists advocated that child-rearing should be done by mothers 
in order to establish discipline and propriety. Those specialists taught that the child-rearing 
done by mothers in the child's early years would significantly influence the development of 
well or ill-bred children (Oohinata, 2000). However, a Japanese welfare white paper in 1998 
clearly denied this theory because of lack of reasonable grounds. Such a 'theory of three year-
old infant' was assessed to be totally mythic (City of Chitose, 2001b). Placing absolute trust 
in biological motherhood, the myth supported the cultural practice that "men should go out 
and work and women should stay home" (Oohinata, 2000, p. 23). What was best for a woman 
in her life was to get married and be a sengyousytifu (professional housewife) (Goldstein-
Gidoni, 1999). Some women still believe this (doc.6, a survey by Hokkaido Government, 
1997). Even if men agree to the idea of women working outside the home after having a 
child, the condition- that a woman may go out to work unless her job hinders housework or 
child-rearing- still limits opp01tunity. 
In Japan, the pressure to quit work when pregnant is enormous, and a female employee is 
pressured from all sides- family, friends, and employer (Brannen & Wilen, 1993). In the 
world of corporate values, an effective workforce is a priority. Women who need to take 
matemity leave are seen as a second class workforce (Iwao, 1995). Oohinata (2000) claims 
that admiration for motherhood is a convenient pretext for a company to use women cheaply: 
the workforce of young women before having a child, and middle aged women as part-time 
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workers after child-rearing (Oohinata, 2000). Where married women strongly insist on taking 
maternity leave and then returning to work, a company sometimes creates difficulties, such as 
transferring them to a much busier section (Ogasawara, 1998). This is, practically speaking, a 
sign of katatataki (the tap on the shoulder suggesting retirement) (Ogasawara, 1998). 
In 1999, the Ministry of Education in Japan published a poster with the catch phrase 'ikuji o 
shinai otoko o chichi towa yobanai' (we don't call a man a father, who doesn't rear children). 
However, only 0.42% of men took child-rearing leave, and Japanese men spend only ten 
minutes doing housework or child-rearing on weekdays whether their wives are full-time 
workers or full-time housewives. On the other hand, 56.4% of women took maternity leave 
(Ministry of Health, Labour, Welfare, September 21, 2000 in Yomiuri Newspaper, 2002) 
2.5.3 Women's 'invisible' status in power relations in constructing daily organisational 
work-life 
In a masculine-oriented organisational structure, women's expectations of gendered 
performance compel them to maintain their subordinate status. Ely & Meyerson (1999) claim 
that: 
Organisations are inherently gendered ... As a result, everything we come to 
regard as normal and commonplace at work tends to privilege traits that are 
socially and culturally ascribed to men while devaluating or ignoring those 
ascribed to women. (p. 29) 
Male's activities are always recognized as important in the organisation, and cultural systems 
give authority and value to the role and activities of men, while those of women are 
marginalised (Mills, 1992). For example, Hale (1999) revealed significantly dissonant 
relationships between men and women, based on her analysis of conversations in the 
workplace. Hale (1999) claims that this dissonance makes both men and women feel 
uncomfortable dealing with each other, because both men and women believe they are 
different from each other, so they are unreliable and unpredictable. Hale (1999) suggests that 
eliminating workplace inequality means acknowledging that workers need to talk more about 
what is going on in organisations to make the problems clear and to solve them. 
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In addition, Hatcher (2000) claims that women share responsibility m reproducing the 
unequal power relationships the workplace. Her claim suggests that the gendered 
organisational culture is constructed by women as well as men. And that those perfmmances 
are influenced by the expectation of male-dominated organisation's culture and practice. 
Hatcher's analysis (2000), which was developed in the western context, suggests that, in the 
Japanese setting, the women on career tracks still belong to a marginalised group among men 
in manager's level. Such women are seen as 'invisible' in terms of their power in the 
organisation, but, at the same time, they are 'visible' because of the gender context. Since 
perceptions of gender are produced "in the way interactions occur at the level of the daily 
accomplishment of gender organisational roles", and both Japanese male and female workers 
get used to the structure of the Japanese organisation, women's roles in the workforce, as 
support staff, are seen as 'natural' (Hatcher, 2000, p. 4). 
Reproduction of the Japanese patriarchal system in the Japanese office (Akiba, 1998; Banzai, 
1999; Mito, 1994) shapes the labour division and this work practice becomes 'natural' and 
goes unquestioned. Hatcher (2000) refers to a 'natural' role of women in the office explaining 
that: 
... the role of service and the place of emotional support as labour are ascribed 
to women in the naturalised meanings given to femininity. (p. 8) 
Within such a strong male dominated structure in the Japanese office, female workers have 
been seen as 'foreign territory' or a stranger in the workplace, who are not trusted to take 
responsible positions (Hatcher, 2000; Kaufman, 1995). 
Gender role stereotyping has been shown to affect the evaluation of people's performance on 
tasks, and the attribution of the causes of good and poor performance on tasks are evaluated 
more highly for men than for women with identical performance (Burton, 1992). Cultural 
socialisation processes push women away fi·om managerial careers and away fi·om aspirations 
toward careers, and their abilities are seen as lower than those of males (Crampton & 
Mishira, 1999; Freeman, 1995; Thornborrow & Sheldon, 1995). Bhatnagar & Swamy (1995) 
and Sheppard (1992) have described the common situation in which women need to work 
harder than men for the same recognition, and that career moves are interpreted differently 
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for women than for men. Foddy & Smithson (1999) also suggest that women might be 
required to show higher standard performance to be recognised as giving the same successful 
result as males. Also, Burton (1992) indicates that "good female performance is perceived as 
due to effort, and good male performance as due to ability" (p. 191). Foddy & Smithson 
(1999) similarly argue that: 
These people (e.g., female, black, uneducated) are required to provide more 
evidence that they have ability (meets stricter standard) than are 'higher-
status' people (men, whites). (p. 309) 
Successful career women will inevitably confront and experience various forms of 
discrimination, but surmount those difficulties by penetrating ''the secrecy of the 'closed 
doors', difficult meeting times, hidden agendas and non-decision making" (Hearn & Parkin, 
1992,p.65) 
2.5.4 Female workers in managerial positions 
Much research, such as that of Bhatnagar and Swamy (2001), Oakley (2000), and Baxter & 
Wright (2000), argues the existence of gender discrimination against women is especially 
focused on managerial positions: the devaluation of their performance, leadership, and 
decision-making. In a male circle of management, a female has an immediate handicap. 
Bhatnagar & Swamy (2001) argue that gender, for men and women, is a visible indicator or 
'signal' to treat them differently in the organisation. That is, "gender stereotypes, as 
'efficient' aids in decision-making, help the male decision-makers in organisations to 
simplify the complex reality of individual differences" (Bhatnagar & Swamy, 2001, p. 3). 
Male managers tend to regard females as weak and lacking leadership qualities, and are less 
willing to promote them or even send them for professional training. When females occupy 
supervisory positions, their judgement is less likely to be trusted than that of male supervisors 
(Mills, 1992). Such male perceptions have also been described in the Japanese context. For 
example, Iwao (1995) indicates, citing a research by Hiroko Hara, how male presidents of 
companies evaluate female presidents: 
Among the compliments male presidents pay their female counterparts are 
'attention to minute details' (23%), 'cheerfulness' (20%), and 'wise 
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management' (15%) ... On the negative side, [they] see women presidents as 
'narrow-minded' (46%), 'emotional' (42%), and 'indecisive' (22%). (p. 197) 
On the other hand, the requisites that men list for top executives are '"foresightedness (more 
or less the opposite of narrow-minded)' (53%) and 'decisiveness' (48%)" (Iwao, 1995, p. 
197). The result implies that women entering the top of organisations in Japan do not seem to 
be welcomed by men (Iwao, 1995; Kato, 2001). 
However, the global trend is for the number of women in managerial positions to increase 
further. In such organisational efforts, women managers are sometimes only decorations in 
the top management of the organisation. Renshaw (1999) implies such relationships in 
organisations by applying the metaphor of the Japanese traditional puppet performance, 
Bunraku. The puppets wear beautiful and shining costumes and are controlled by kuroko 
(black-robed puppeteers): 
In Japan the shoji (paper) screens that hide women managers act as barriers to 
their advancement, but women also stay behind the screens. Kuromaku (a 
mastermind behind a black curtain) refers to the power behind the screen, with 
the kagemusya, or dummy general, out front being manipulated. This image 
comes to mind when one considers the invisible nature of Japanese women 
managers. (p. 141) 
Furthermore, the duel burden of Japanese female managerial workers as career women and 
'unpaid-work' (Yazawa, 1997) housewives, is not socially understood nor appraised. Male 
managers do not understand that while they can work long hours with the full-suppmi of their 
wives (doing housework and rearing children), women managers rarely have such suppmiive 
husbands (Iwao, 1995). Female managers in Japanese organisations need to surmount many 
barriers to be acknowledged. 
2.5.5 The glass ceiling in Japan 
The so-called 'glass ceiling' keeps many women from moving up in management and 
leadership positions. The 'glass ceiling' is the subtle barrier of negative attitudes and 
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prejudices that prevent women from moving above a certain level m the management 
hierarchy (Crampton & Mishra, 1999; Miller, 1999). 
In Japan, the promotion barrier for women stands at the level of section chief (kakaricho ); 
this is significantly different from the situation in the U.S., where the 'glass ceiling' is at the 
level of director (bucho). The Japanese 'glass-ceiling' is sometimes ironically called the 
'bamboo-ceiling', because it is so visible (Kato, 2001; Nihon Keizai Shinbun-sya, 1998). 
The problems that create the glass ceiling exist at various levels in an organisation, and men 
do not want to share their power with female workers at those levels (Ishibashi, 1997). 
Firstly, as previously indicated, standards of success are different for men and women 
(Crampton & Mishra, 1999; Foddy & Smithson, 1999). In such an environment, even with 
the establishment and implementation of the EEOL, gender discrimination will not be easily 
eliminated. Secondly, women face the dilemma of whether to accept gendered performance 
or not. Herrick (1999), quoting Butler's concept of 'doing gender', argues that women and 
men face different expectations and norms, even in what look like identical situations. 
Therefore, if women try not to 'do gender', they are faced with the social consequences of 
violating these norms and expectations. Given that, some women in managerial positions, 
exposed to a high level of aggression in the workplace, will resort to a variety of defensive 
manoeuvres to ward off the perceived threat (Reciniello, 1999) by behaving like men, and 
make efforts to appear neutral by paring down clothing, make-up, and the like (Reciniello, 
1999; Lebra-Sugiyama, 1984). Thirdly, men's networks and sphere in the workplace are a 
closed society that women cannot easily enter (Hultin & Szulkin, 1999). 
According to the Unites States' Catalyst survey in 2000 reported in Olian (2001), female 
executives who were MBA alumni of top Business Schools indicated the following top three 
barriers to their advancement at work. Those obstacles were: 
... stereotyping and preconceptions (partially a function of whom they report 
to, and who reports to them); exclusion from informal networks (whether it is 
golf, sports, spectator events or late night drinking); and inhospitable corporate 
environments. (p. 340) 
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Yazawa et al. (1997) report similar baniers in the Japanese workplace, and claim that male 
CEOs and male executives should recognise the disadvantages to an organisation in setting 
various forms of' glass ceiling' without making good use of capable women's abilities. 
2.5.6 Mentoring and role models 
Mentoring plays an important role in the advancement of women into management positions. 
However, there is considerable evidence that "women have difficulty establishing mentor-
protege relationships" (Miller, 1999, p. 249). Mentoring is often restricted for women, which 
results in limits on access to important information that helps in advancement in the 
organisation (Crampton & Mishra, 1999). Miller (1999) suggests the definition of the 
meaning of a mentor as: 
An experienced, productive manager who relates well to a less-experienced 
employee and facilitates his or her personal development for the benefit of the 
individual as well as that of the organisation. (p. 240) 
Many men have realised the benefits of the mentoring process and continue to use this 
process to help other men to develop as professionals in many fields (Schweert, Deck, 
Bradshaw, Scott & Harper, 1999). However, women have only recently become aware of the 
importance of the role and the process of not men's but women's mentoring other women 
(Schweert, Deck et al., 1999). 
In the Japanese office, since female managers are also 'invisible' (Hatcher, 2000), it is hard 
for women workers to obtain good role models from which to learn the organisational culture 
and to perceive them as mentors, which are among the important factors in gaining executive 
positions in an organisation. When studying from role models, adopting and adapting some of 
the role model's style are effective ways to learn flexibility in developing a professional style 
(Crampton & Mishra, 1999). In the present situation for Japanese organisations, "although 
men in the business world and other fields have reaped the benefits of mentoring 
relationships, women continue to be disadvantaged as a result of limited access to female 
mentors" (Schweert, Deck et al., 1999, p. 241). While a gender model is more often 
associated with women's behaviour, the job model is usually applied to men (Hearn & 
Parkin, 1992). Therefore, such cultural socialisation processes push women away from 
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managerial careers and, as a result, female aspiration toward a career, and female ability are 
perceived as lower than that of males (Crampton & Mishira, 1999; Freeman, 1995; 
Thomborrow & Sheldon, 1995). 
In Japan, the mentoring system is not clearly recognized, thus it is not set up as a program in 
organisations, and the importance and effectiveness of mentoring are not understood. 
Yamaoka (2000) indicated that male business elites often had good mentors, but the 
mentoring arrangements were generally informal. As women have limited access to informal 
communication networks, such barriers create difficulties in establishing mentoring 
relationships, and result in tokenism (Miller, 1999). Yamaoka (2000) further suggests that a 
mentor system in the process of 'on the job training' should be officially established in 
organisations. In order to empower women in the Japanese workforce, mentoring would 
appear to be a key element in breaking the glass ceiling. 
2.5.7 Female workers and responsibility 
Iwao (1995) claims that "women seemed to affirm (and many still do affirm) the attachment 
to the job, considering themselves to be too short-term or 'temporary seat occupying' 
(koshikake), non-career workers who therefore do not need to take equal responsibility with 
male employees" (p. 156). It was also generally believed that the younger and newer female 
employees accepted menial jobs, but older and experienced women didn't. Thus, 
organisations prefer younger women as cheap and docile labour (Ogasawara, 1998). 
Additionally, young men and women, under the strong protection of their parents who had 
lived through the high economic growth period, have created a new social phenomenon. They 
stay with their parents and depend on their parents for the basic necessities of life such as 
housing, meals and so on. Such a young person is labelled "a parasite single"5 (Yamada, 
2000). This is especially so for men who are completely taken care of by their mothers 
(including meals and laundry), and never develop ideas of doing housework after marriage. 
Such men are habituated to be taken care of by women, and they think of housework as 
5 According to Yamada (2000), an evening paper- Nihon Keizai Shinbun (Feb. 8th, 1997) named such a single 
"a parasite single". 
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something that women should do (Yamada, 2000). Conversely, "[t]he lack of real financial 
responsibility of young working women who live with their parents surely makes it easier for 
them to take an easy going attitude toward work" (Iwao, 1995, p. 165). In other words, if 
difficulties arise, such women could easily leave their jobs. Iwao (1995) further points out 
women's attitudes to a job: 
A Japanese woman thinks that it must be very stressful to try to achieve so 
much, all at once, and all alone and that no human beings can expect to 
perform all assigned roles with equal energy and virtuosity. She believes that if 
one can achieve a workable balance among one's various roles, that is 
sufficient. (p. 281) 
Ochiai, of the International Institute of Japanese Culture, indicates a prevailing tendency 
among young Japanese working women (doc. 12, NHK). The kekkonshinai-shokogun (do-
not-want-to-get-married syndrome) has developed among women who receive a high salary 
and enjoy the life of the 'parasite single' (doc.12, NHK; Yamada, 2000). Ochiai points out 
that women in their thirties in particular mention some conditions for marriage: one condition 
is to maintain a lifestyle that will not diminish their current status and freedom, and the other 
is a continuation of opportunities to pursue a career (doc. 12, NHK). These young career 
women refuse to spoil their career by marriage. 
2.6 Masculinity and femininity 
2.6.1 Masculinity and femininity in the workplace 
Mumby (1998) claimed that "both women and men are prisoners of gender, in the sense that 
both masculine and feminine identities are constructed in the context of patriarchal stmcture 
of power and domination" (p. 624). Connell (1987) also argues that masculinity and 
femininity are shaped by ways of living and fonned in relationship to each other, saying that: 
What unites the femininities of a given social milieu is the double context in 
which they are fmmed: on the one hand in relation to the image and 
experience of a female body, on the other to the social definitions of a 
woman's place and the cultural oppositions of masculinity and femininity. 
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Femininity and masculinity are not essences: they are ways of living certain 
relationships. (p. 179) 
Given that, women's lower positions in organisations are explained in terms of their deficits 
in motivation, personality development, leadership, aggressiveness, and rationality which are 
usually regarded as a characteristics of masculinity (Bhatnagar & Swamy, 1995). Bhatnagar 
& Swamy (1995) point out that such stereotypes have been demonstrated as false by some 
researchers. They prove, as the result of meta-analysis, that "men and women appear to be 
more alike than different" (p. 2). 
However, according to Renshaw's study (1998) of Japanese female managers, masculinity 
and femininity is clearly shown in the division of working fields: 
The largest number of women managers in Japan are in the wholesale and 
retail industries, consistent with common expectations, but their representation 
in construction and finance is less intuitive. (p. 92) 
The concept of 'being feminine' and 'being masculine' is nurtured from an early age, and if 
boys and girls do not follow such gendered performance, such action is conceived as 
shameful. The seminal work of Benedict (1946) argues that a concept of 'shaming' is one of 
the traditional and cultural characteristics of Japan. Children are often chided "Act like a 
respectable girl (Onna no ko desho)", or "A good girl wouldn't do a thing like that. (Onna-
rashiku nai)" (Iwao, 1995, p. 35). According to a survey by the Japan Institute of Workers' 
Evolution (21 seiki shokugyou zaidan) in 1993, male employees are expected to have abilities 
in decision making, leadership, strength, positiveness, and strong will which female 
employees are not expected to have. On the other hand, female employees are expected to be 
cute, humble, to dress smartly, and serve faithfully, traits not expected of men (Kaneko, 
1993). 
2.6.2 Onna kodomo (a woman and a child) 
Ogasawara (1998) argues that "when men and women are not regarded as equal business co-
workers, treating women nicely may be a form of discrimination" (p. 76). For example, one 
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man in her study, working in a heavy electric equipment company, said that men have to 
attend to women, who are "almost like spoiled children" (ibid.). 
Fujimura-Fanselow & Kameda (1995) indicate that several words and expressions concerning 
women, in the Japanese workplace, include them in the same category as children. One of the 
most frequent uses in the office is "onna no ko (female child), used to refer to adult women, 
whereas otoko no ko (male child) is used only to refer to male children" (Fujimura-Fanselow 
& Kameda, 1995, p. 35). The authors argue that referring to female workers as 'girls' in the 
workplace clearly reflects men's view of women's lower status vis-a-vis their male co-
workers (Fujimura-Fanselow & Kameda, 1995). 
Kaneko (1995) cites women's voices that positively admit the gender difference and 
correspond to the 'truth' of gendered practice: 
It is not realistic that women can be superior to men in working ability. Men 
work hard for their living and women work as if it were a temporary job. 
Physical strength is different and an ability of decision making in emergencies 
is different. Comprehensibility from the whole point of view is utterly 
different. Women who ignore those differences and claim gender equality will 
be criticised as ' impertinent women!'. (p. 87) 
The concept of 'impertinent woman' represents a key psychological barrier for Japanese 
women and restricts a sphere of their behaviours and expressions. 
2.6.3 Gender and sexuality in organisational culture 
In the organisation, the issues of gender and sexuality are apparently and intentionally 
depreciated in the work context (Sheppard, 1989). However, working women experience the 
dilemma in confronting "the dualistic experience of being 'feminine' and 'businesslike' at the 
same time" (Sheppard, 1989, p. 143). The issues of gender and sexuality are actually central 
in all workplace power relations (Pringle, 1989b). 
Connell (1987) claims that "All fonns of femininity in this society are constructed in the 
context of the overall subordination of women to men. For this reason there is no femininity 
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that holds among women the position held by hegemonic masculinity among men" (pp. 186-
187). In this context, "the 'organisational' learning is in many ways conterminous with 
'male' learning" (Sheppard, 1989, p. 144). 
Burrell & Hearn (1989) claim that "organisations have historically become a series of sites, 
where the danger and pleasure of sexuality can be both repressed, and exploited within forms 
of oppression" (p. 5). It is women who are "required to market sexual attractiveness to men" 
(Pringle, 1989b, p. 163). Concurrently, it is necessary for women to: 
. . . desexualise themselves while maintaining some requisite level over 
'femininity' produces deliberate techniques of dressing, speaking and acting 
aimed at minimising any potential suggestion of eroticism. This 
desexualisation is generally perceived as a necessary protective strategy, but is 
also presented as one which leads to greater rewards. (Sheppard, 1989, p. 148) 
Pringle (1989b) claims that women have only "two choices: either they can desexualise 
themselves for empowerment as an actor and become 'honorary men' or they can stay within 
femininity and be disempowered" (pp. 17 6-177). 
Women who criticise women from the men's point of view are ironically called meiyo dansei 
(honorary men) (Kaneko, 1995) in the Japanese context, while 'honorary men' means, in the 
western context, desexualised women being infected by 'the beige suit syndrome' (Pringle, 
1989b). 
2.6.4 'Doing' office wives 
One of the processes involved in constructing gendered organisational culture is attributed to 
the behaviour of women who pay significant attention to gender and sexuality in the 
perfonnance of 'office wives'. This process has been described as "doing gender" (Herrick, 
1999). According to Ogasawara (1998), the man-iage metaphor was commonly seen in the 
relationships between man and women in office practice, which Japanese critics frequently 
refer to as the case of OLs (office ladies) or 'office wives'. 
Iwao (1995) further elaborates this claim, arguing that: 
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[In the office,] their [women's] lower wages and the less responsible tasks, 
such as answering telephones, serving tea, and emptying ash trays, which they 
were expected to perform did not (and still do not) generate tension in the 
work place. Essentially, they were performing the housekeeping chores of the 
office, applying traditional womanly skills. (p. 156) 
As such, male colleagues lock women into traditional female roles and many women perform 
these roles much as they have traditionally acted. And females use 'blended-in' (Sheppard, 
1989) strategies in order to be accepted by the organisational culture. In this mru.mer, women 
comply with the structure of the gendered organisational culture by 'doing gender' (Butler in 
Herrick, 1999) or 'being female', using a dress-code strategy, for example, and formulating 
communication responses in order to secure career development (Hatcher, 2000). 
Pringle (1989b) argues that doing 'office wife' duties is a dilemma for a secretary in relation 
to issues of professionalism and femininity. In Australia, in 1974, individuals and groups 
protested about expectations of this kind of personal service (Pringle, 1989b). The doing of 
'office wife' duties is typically seen in the relationships of the boss and the secretary. Pringle 
(1989a, 1989b) argues the relationship of a boss and a secretary echoes the master-slave 
discourses in a family: mother/nanny-son mother-daughter, and office wife. Rite (200 1) 
describes relationships of between male bosses and female subordinates as father and 
daughter relationships. She criticises those master-slave relationships and suggests the new 
relationships of teammates and office mates (Rite, 2001). 
2.6.5 Serving tea at the Japanese office 
A typical workplace example of a gender role, or 'office wife' task, is represented in the 
serving of tea to guests and colleagues in the office by female employees. Brannen & Wilen 
(1993) claim, in the western organisational context, that management might use 'sisterhood' 
- insisting that a female employee comes in early to sweep up and boil tea water with the 
other 'girls' or she might feel the pressure to go along with sexist policies for fear of 
embarrassing her female colleagues. However, in Japanese organisations, serving tea is the 
archetypal job that represents gender roles, thus it is the most detested job for female 
employees (Ogasawara, 1998). Ogasawara (1998) observed that newly hired female 
49 
employees in particular have to distinguish which cup belongs to whom or how many 
spoonfuls of sugar her colleagues need for coffee. The serving order is important, and female 
employees immediately need to gauge the hierarchical ranking among the guests. 
This issue became a news story when a city government in Japan announced the abolition of 
woman employees' tea-serving jobs (Banzai, 1999). Female workers regard the job of tea-
serving as more demeaning than other tasks because the job reflects their subservient role and 
emphasises their subordinate position (Ogasawara, 1998). 
These role divisions are maintained as customs and 'rituals' (Ogasawara, 1998), and, in fact, 
this custom causes a loss of time and labour, as well as mental and physical fatigue. Female 
clerks in Japanese offices are described as "the highest salaried employee for tea serving in 
the world" (Furudate, 2000, p. 133). In spite of a loss of time, workforce and labour costs, 
this custom has been maintained in Japanese offices. This is because men can feel mental 
satisfaction and superiority to women by being served by women (Furudate, 2000). In other 
words, women in the workplace are treated as a sexual target (Asakura, 1999). Kondo (1990) 
also suggests that the "women, in enacting their genders and in being crafted by men as the 
receptive audience, are marginalised from the central narrative of masculine work identity" 
(p. 298). 
2.6.6 Signs of the shift in gender norms 
The proportion of men who believe that it is better for women not to have a job or to work 
only until marriage has dwindled to a low level. According to a poll (conducted by the 
Council for Gender Equality in Japan from 1972 to 1996), the top choice among both male 
and female pollees was "It's better for women to stop working when they have children and 
start working again when their children get older". In the 1996 poll, this choice was 
supported by approximately 40% of women and 37% of men. However, the percentage of 
pollees selecting the second choice, "It's better for women to continue working even after 
having children", tripled within 20 years, rising from 12% to 33% among women, and from 
just under 10% to 27% among men (Iwao, 2001, p. 52). The result shows the slight shift from 
men's conventional preferable views of working wives. 
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Sheppard (1992) also states that senior executives are often described as the 'old guard', with 
little understanding of working women. Younger men with working wives, who are 
sympathetic to women's situations, have not yet moved up the hierarchy (Sheppard, 1992). 
Sheppard suggests that "It remains to be seen how these men will continue to view claims of 
gender equity as competition for upper-echelon positions increases" (p. 159). This suggests 
that working women's condition at home may improve when men's view of gender roles in 
the future changes. 
A study of women's labour in the U.S. conducted by Cotter, Hermsen & Vanneman (2001) 
shows that the increase in women's labour force participation involves older women, manied 
women and mothers, generating politically contentious issues. This indicates that the change 
of women's labour variously impacts upon social, political, legal and cultural matters that 
confine women to the home and put them in a marginalised situation in society. Cotter et al. 
(200 1) also claim that "the demand for female labour has both a theoretical and 
methodological appeal as an independent change that may set in motion the various other 
mutually reinforcing political, economic, cultural, and social changes that reduce gender 
inequalities" (p. 433). 
2.7 Japanese language and communication modes as Japanese organisational 
culture 
2.7.1 Japanese language that shapes classification of employees in an organisation 
The selective usage of the Japanese language, depending on the positions of people in a 
society, shows a hierarchal pattern of human relationships and fmiher reinforces gender 
inequalities. The selective use of exalted terms (sonkeigo) for others and humble terms 
( kenjyougo) for oneself depends on one's position in relation to another. The fonn of respect 
or humility changes depending on the person to whom one speaks (Sugiura & Gillespie, 
1993). That is, "in speaking about the president of one's own company inside the company, 
exalted terms are used, but to people outside the company humble terms are used" (Sugiura & 
Gillespie, 1993, p. 198). The proper usage, for example, fonnal or informal, in Japanese not 
only depends on the status in the society but age, gender, degree of recognition, his or her 
character and so on. 
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2.7.2 Men's language and women's language 
In Japan, there are forms of men's language (otoko-kotoba) and women's language (onna-
kotoba). Womanly expressions and manly expressions are very distinctive. Men's language 
has been described as "crude, dirty, noisy, and scary", and women's language as "beautiful, 
correct, and powerless" (Ogulnick, 1998, pp. 72-76.) as well as "roundabout and tentative; a 
high-pitched voice; repetitive speech; abundant use of adjectives; frequent use of honorifics" 
(Fujimura-Fanselow and Kameda 1995 p. 37). Such differences in the expressions of the 
language contribute to creating a certain organisational atmosphere. 
Japanese women are traditionally taught to speak like a woman- tentative, modest, yasashii 
(tender, considerate, thoughtful), and ambiguous (Ogulnick, 1998). Doi & Fujita (2001) 
indicate that men, relating to women, tend to perform in a way that is 'quiet' and projects the 
idea of a 'strong man' protecting women, while women with men try to behave in a way that 
is 'timid and shy', and sometimes even pretend that they are defenceless. Ogulnick (1998) 
similarly points out that many Japanese women switch into tentative, feminine codes in order 
to be listened to by men who otherwise don't listen to women, insisting her opinion 'too 
strong'. Ogulnick ( 1998) assumes, therefore, that women learn to sound unsure of themselves 
in order to express their opinions, while they maintain attitudes that are perceived as 
'feminine' and allow men to perceive themselves as 'masculine' (p. 90). Doi & Fujita (2001) 
also claim that the frequent use of a word, kawaii (cute), is categorised as the same type of 
performance, because, by saying kawaii, Japanese women want to pretend to be childish. 
Oakley (2000) claims that women's language, even in the west, where differences are less 
marked than in Japan, is often misinterpreted or devalued by men. For example, the less 
aggressive and assertive forms of communication of women's language style are 
unacceptable ways to communicate in the upper echelons of most organisations, where men 
usually predominate. Oakley (2000) points out the disadvantage of women's forms of 
language: that women managers are likely to use a form of question instead of ordering, and 
that men may perceive such an instructive form as "a lack of self-confidence or a failure to 
effectively exercise authority, rather than an attempt to be considerate or polite" (p. 325). 
Oakley (2000) also suggests that adopting a male linguistic style means women face the risk 
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that they will be recognised as 'too aggressive'. Women fall into this double bind of 
toughness femininity. 
Women's language, the way of speaking- tentative, modest and ambiguous (Ogulnick, 
1998) - seems to give a negative impression in a formal business situation. So women 
struggle with whether to use 'women's language', which is "more deferential and self-
effacing, when their jobs call for expertise and sureness" (Renshaw, 1999, p. 147). Irwin 
(1996) notes that it is problematic how Japanese female managers can effectively give a 
direct order to male subordinates. Some women, who may have strong skepticism when 
'doing gender' or speaking like women, even resist doing so (Fujisawa-Fanselow & Kameda, 
1995). Renshaw (1999) indicates that most women in top positions in Japan use many foreign 
words and mannerisms in their business language, making it easier for both women and men 
to assume a neutral form. 
Ebara (2001) poses the question whether changing the form of women's language will 
improve women's status. She suggests that what is more important is not to discuss the pros 
or cons of the propriety of the form of expressions of the language, but to establish a sphere 
in the society where people appreciate and respect women's considerate, polite respectable 
expressions to others (Ebara, 2001). 
2.7.3 Household (ie) structure in communication 
For Japanese, the organisation means more than an individual bound by contract; rather, it is 
'my' or 'our' company or organisation to which one belongs primarily, and which is all-
important in one's life (Nakane, 1974). Nakane (1974) and Irwin (1996) claim that the strong 
emotional involvement in the group consciousness of the organisation is expressed in the 
traditional and ubiquitous concept ofie or uchi (the household) groups or 'in-groups'; a social 
group is constructed on the basis of an established frame of management organisation. 
Nakane (1974) also indicates that: 
Such groups share a common structure, an internal organisation by which the 
members are tied vertically to a delicately graded position order. . . the 
differences of rank based on relative age, year of entry into the company or 
length of continuous service ... A Japanese fmds his world clearly divided into 
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three categories, sempai (seniors), kohai Guniors) and doryo (his colleagues). 
(pp. 24-28) 
In male dominated Japanese organisations, most Japanese are involved in oyabun-kobun 
(boss-henchman) relationships, where oyabun possess wide influence and power (Nakane, 
1974; Lebra-Sugiyama, 1984). Usually, when there is a senior (sempai) with the flavour of 
oyabun (boss), it is hard for kobun (henchman-junior) to refuse this vertical or hierarchal 
relationship with oyabun. Such attitudes of kobun appear as obedience when oyabun make a 
request (Nakane, 1974). Similarly, Lebra-Sugiyama (1984) points out that the informal 
guidance of patronage in this vertical relationship will help employees achieve success in 
organisations. 
A further issue is the role of status in work relationships. The three categories of employees 
(based on the year when a person enters an organisation) are seen not only in the seniority 
system, but also expressed in daily communication in the Japanese office. Ogasawara (1998) 
describes Nakane's (1974) three categories of the vertical relationships in organisations as 
sempai (seniors), kohai Guniors), and doki (same entrants). This hierarchal relationship in an 
organisational structure requires employees to use honorific forms or modest forms of 
Japanese language. Such language use makes a person recognise their position in the 
organisation, and the superior and inferior relationship between colleagues - whether he/she 
likes it or not. 
All female employees officially call each other or are called by their last name with the suffix 
-san, meaning Miss, Mrs, Ms, or Mr., as in Kawana-san. Women usually use -san when they 
name a colleague, and this does not change, depending on position in an organisation. 
However, in male society, things are different. For men, the hierarchal structure in the 
organisation is expressed in language resembling that of the military (Matsuda, 1997). The 
suffix san is used for senpai, kun for kohai, and the name without suffix is reserved for doki 
(Nakane, 1974). For instance, men in senior positions of the organisation use their male 
staff's name with a suffix -kun, which is usually used to call a younger boy, even if his men 
are older than the boss, clearly demonstrating the hierarchal relationships in the organisation 
to listeners. Among doki (same entrants), especially among female doki, in order to express 
intimacy, they call each other by their nick name, without any suffix, or by their first name or 
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last name with the suffix -chan, sometimes used as a suffix to call children. The hierarchal 
expression of language is much clearer in the male sphere than in the female sphere, where it 
appears more indistinctly and is somewhat over-familiar. 
2.7.4 Formal and informal communication in Japanese organisations 
There are important rules about what forms of expression may be used. Differences in status 
are impacted by the context of formal and informal communication, and conformity to many 
of these communication 'rules' were evident at Chitose City Council. Brannen & Wilen 
(1993) suggest that it is useful to know the importance of the big difference between formal 
and informal business situations when working in Japan. They present the case of a male 
Japanese company vice president who, away from the office, was talkative, casual, outgoing, 
and even told a joke. However, the vice president changed his attitude in the office, with no 
smiles and no chitchat, nothing but business. 
Another important informal communication often takes place at parties after work. Brannen 
& Wilen (1993) indicate the effective use of after-hours socialising in Japanese organisations. 
Here, Japanese open their minds and establish 'trust', using the setting as an effective and 
important element to build successful Japanese business relationships. Brannen & Wilen 
(1993) claim: 
All of the important proposals, partnerships, and reorganisations in Japan have 
probably been launched and brainstmmed outside of the conventional business 
setting. (p. 72) 
Ogasawara (1998) indicates another use of informal communication among women. 
Ogasawara (1998) observed that OLs (office ladies) judge and assess men by gossiping 
during lunchtime. By gossiping about unpleasant experiences, OLs seriously damage the 
offender's reputation among the female staff (Ogasawara, 1998). They have limited access to 
formal means of control within the firm and use gossip to gain power (Ogasawara, 1998). 
The formal communication in the Japanese workplace is bound by strict codes. 
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2.7.5 Communication forms within uchi (in-groups) and soto (out-groups) 
Another formal and infonnal connnunication pattern exists. According to Doi' s (1972) 
theory, Japanese change their attitude to distinguish in-groups (uchi) from out-groups (soto). 
Japanese have a perception of a dual structure: "the official line [or public] (tatemae) and 
what individuals are really thinking (honne) [the private]" (Renshaw, 1999, p. 148). 
Similarly, Suzuki and Yoshikawa argue, based on Doi's theory, that Japanese establish "an 
interdependent type of relationship, which works as a mutual benefit" (Yoshikawa, 1986, p. 
153), or relationships of"the other-dependent format" (Suzuki, 1986, p. 156). 
Compared with U.S. organisations, Herbig (1995a) claims that Japanese organisations have 
extremely rigid boundaries between public and private. Renshaw ( 1999) points out that these 
Japanese attitudes drawing a line between public and private are "an important part of the 
[Japanese] culture and non-verbal cues convey subtle meanings" (p. 149). 
2.7.6 Culture of no words 
The Japanese cultural climate of interpersonal connnunication does not encourage people to 
hone their skills at verbal expression. In connnunication, "Japanese people seem to rely on 
non-linguistic elements like feelings and attitudes ofthe interlocutors" (Yoshikawa, 1986, p. 
160). Iwao (1995, p. 99), citing Kazuo Ogura, calls such culture a "culture of no words" 
(mugon no bunka) and argues that this culture may be a product of the masculine norms as 
exemplified in the Bushido (the way of samurai) tradition. The expressions isshin dotai (one 
flesh) and kuuki no youna sonzai (existance like air) (lwao, 1995) are often used to describe a 
good relationship between a wife and a husband. A couple with this good relationship, in the 
Japanese context, are supposed to understand each other without exchanging a word (Fujita & 
Doi, 2001), the so-called aun no kokyu or 'culture of anticipatory-perception' (Suzuki, 1986). 
Generally, there is an unspoken belief among Japanese that "putting deep feelings into words 
somehow lowers or spoils their value" and that "understanding attained without words is 
more precious than that attained through precise articulation" (lwao, 1995, p. 98). 
Consequently, the process of interpersonal connnunication in Japanese culture involves 
guessing, interpreting and 'reading between the lines' (lwao, 1995). 
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Another silent form of communication is observed in the Japanese formal meeting. It is called 
iginashi (no objection) meeting (Koyama, 2000). Such a mechanism in Japanese meetings 
means that any apparent disagreement or conflict must be avoided (Herbig, 1995a); if any 
such disagreement exists, it should be "adjusted before the meeting is held" (Yoshikawa, 
1986, p. 159). This arrangement, which often takes place in the process of making a decision 
in Japan, is called nemawashi, which is "a prior and informal consultation to avoid conflicts 
and obtain a consensus in decision making at formal meetings" (Nakasako, 2001, p. 3). 
Yoshikawa (1986) elucidates the Japanese concept of practicing such mechanisms at a 
meeting like this: 
Anything spontaneous or sudden and unexpected questions or proposals 
should be avoided at the fonnal conference table. Anything that may 
contribute to the loss of face of group members must be avoided because 
Japanese will do almost anything to avoid public embarrassment. (p. 155) 
This range of communication strategies plays a significant role in shaping the relationships of 
organisational members. Members are constrained by specific gendered communication 
styles, and also by structures of status, rules of harmony, and face saving. 
2.8 Conclusion 
Tlris chapter has outlined a broad literature on the value of a feminist lens for analysing the 
playing out of organisational relationships. By taking a cultural perspective, it is possible to 
explore the way gender relationships are also power relationships. The concept of power, as 
enacted in interaction, is used, as it was one of the most significant conceptual frameworks 
for analysing working life in organisations. The gender approach based on Connell's theory 
was principally discussed to reveal the mechanism of gender construction of daily life in the 
workplace. Gendered organisational practices, and the language and behaviours of men and 
women as Japanese culture practices~ were also examined, from a feminist communication 
perspective, in order to clarify the meaning of gender and power relationships in Japanese 
organisations. 
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The literature in this chapter outlined some characteristics of the social phenomena and 
organisational practice of the Japanese workplace and revealed that the traditional cultural 
tenets in Japan are still deeply rooted in attitudes, behaviours, and also organisational 
mechanisms. It is clear that there are deep gaps in Japanese society between an ideal gender 
equitable society, that gender policies are aimed at, and the practice, including family and 
workplace. However, research has shown that the perception of gender relationships has been 
changing over the past two decades. 
Some researchers indicated the urgent need for qualitative research based on empirical data 
regarding gender issues in Japanese academic society, especially in the workplace 
(Muramatsu & Muramatsu, 1998). This suggests that a detailed and concrete analysis is 
required to identify relevant gender barriers (Muramatsu & Muramatsu, 1998). Many western 
studies suggest the future problems that Japanese gender relationships may face and the 
strategies that are required to overcome these problems. However, while the literature has 
pointed to many similarities between the western and Japanese pictures, the review has also 
demonstrated the differences and uniqueness of the Japanese cultural context for the 
implementation of gender equity. 
Stereotyped belief and traditional cultural restrictions and concepts still control and influence 
the Japanese social system and working environments in Japan. However, many changes, 
such as the shift of paradigm from new to old in relation to male and female concepts, are 
expected to contribute to the promotion of a gender equitable society in future. Chapter Three 
will present the methodology and methods applied to this research. 
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Chapter Three: Feminist Methodology and Feminist Researchers' Tasks 
in Qualitative Feminist Research 
3.1 Introduction 
Chapter One addressed the background of this research, the research problems and the 
justification of this research. Chapter Two reviewed the literature drawn from various 
cultures including Japanese, Australian and American to establish the conceptual framework 
of this thesis and to deepen understanding of the gender issues as an underpinning of this 
study. 
Chapter Three provides an overview of my use of a feminist methodology which supports the 
imperatives of the feminist theories of gender and communication outlined in Chapter Two. 
This chapter consists of two parts: the feminist methodology and the epistemology upon 
which this study is based, and the ethnographic methods used in this research. The first part 
presents a feminist methodology that challenges mainstream methodological procedures, 
which tend to position women on the outside (Reinharz, 1992). The second part presents an 
overview of the methods used for the data collection, and the data analysis procedures of this 
case study. The justification and validation of their use are presented in the latter section. 
3.2 Doing ethnography 
According to Bums (1994), the social world is a world of interpretations and meanings. The 
social world of a particular culture, which is socially constructed, is the active 
accomplishment of the members of that culture. Feminist research focuses on aspects of the 
social world that are often left out of the 'male-stream' conventional research (Abbott & 
Wallace, 1997; Neuman, 2000; Littlejohn, 1999). When the researcher focuses on gender 
issues from a feminist perspective, it is entirely proper that the gender study should be called 
ethnography. 
Ethnography is "based upon achieving a conscious and systematic interpretation of the 
culture system operating for those the ethnographer observes and for those who may 
eventually take in the etlmographer's end product" (Rosen, 1991, p. 1), such as this thesis. 
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Interpretation is the consummate goal of ethnography, because meaning is understood in the 
social constructionist realm to derive from interpretation, where "knowledge is significant 
only insofar as it is meaningful" (Rosen, 1991, p. 3). Thus, the aim of social construct 
research in this study, as ethnography, is to develop an understanding of the interaction of 
both male and female employees in the local public sector in Japan, through their 
participation in the social process, as they elucidate their particular realities and endow them 
with meaning, or to uncover and to describe group or individual social relations in the 
organisation (Bums, 1994; Rosen, 1991; Neuman, 2000). Its research base lies in 
interpretation (Rosen, 1991). It goes beyond a simple description of behaviour. Drawing on 
Gibert Ryle, Rosen (1991) defines the form of interpretation as "thick description", a 
statement of interpretation of details observed among a social group based upon action (p. 7). 
The final stage of ethnography in general is to decode, translate, and interpret the behaviours 
and attached meaning systems of those occupying and creating the social system being 
studied. In those processes, the language of the ethnography refers to actors and actions 
(Bums, 1994). Ethnography, therefore, is largely an act of sense making, the translation from 
one context to another of action in relationship to meaning, and meaning in relationship to the 
actions of those observed. And the method of ethnography can be understood as that of 
'seeing' the components of social structure and the process through which they interact by 
conducting participant observation, interviews, reading memos and files, and so on (Bums, 
1994; Rosen, 1991). In assessing qualitative methods as ethnography, Stempel & Westley 
(1981) assert that social feelings and lifestyle are most fully expressed in actual situations and 
they will be restored to their former state through participant observation, from personal 
documents, and by open-ended interviewing. This study of gender is guided by that 
assessment. 
3.3 Insider and outsider status of the researcher in qualitative research 
In qualitative research, the investigator serves as a kind of 'instrument' in the collection and 
analysis of data (McCracken, 1988). The researcher employed the concept of 'self-as-
instrument' during the first-hand data collection. This process worked most effectively when 
it was used simply to find a match in one's experience for ideas and actions that the 
respondent has described in the interview (McCracken, 1988). As the world is socially 
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constructed, we as researchers are also involved, with our research subjects, in the process of 
research (Ramsey, 1996). Ramsey further argus that "the research process itself must be seen 
as socially constructing a world, or worlds, with the researchers included in, rather than 
outside, the body of their own research" (p. 133). Accordingly, a researcher needs to 
recognize that he or she is a "self-as-instrument" in the capacity of an investigator and, at the 
same time, a social constructor of the research setting during the research process. 
Ethnographic or qualitative methods, most notably participant observation, in-depth 
interviewing, and the qualitative analysis of secondary data, are best suited to research 
projects: (1) which emphasise the importance of human meanings, interpretations and 
interactions; (2) where the phenomenon under investigation is generally obscured from public 
view; (3) where it is controversial; and ( 4) where it is little understood and it may therefore 
be assumed that an 'insider' perspective would enhance our existing knowledge 
(Waddington, 1994; Abbott & Wallace, 1997). Ramsey (1996) suggests the researcher's 
approach involving oneself always investigates the organisation from 'the insider' 
perspective, that is called "empathic ethnography", as follows: 
The interpretive researcher. .. aims to see the world as the organisation's 
members see it, to learn the meaning of actions and events for the organisation 
members, and to portray these accurately. (Ramsey, 1996, p. 164) 
During the participant observation, I worked part-time in the Chitose City Council, 
Hokkaido, Japan. I made efforts to act as an insider of the organisation by behaving and 
playing an expected role as a female employee in the organisation. I adhered to the dress 
code6 and reproduced women's roles practiced in the workplace. Those approaches enabled 
me to be involved in the organisation as naturally as possible so that I could observe the 
normal daily organisational phenomena. However, I tried to keep a certain distance from the 
organisation and conduct the observations and interviews as a researcher as objectively as 
possible. Ramsey (1996) describes the management of outward appearances, and termed this 
process of impression management "surface acting"; the term "deep acting" was applied to 
6 Part-time workers received advice such as "don't wear jeans, flamboyant attire or accessories", from the 
personnel section ofthe City Council. 
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the activity of shaping one's emotions so that the observed display is spontaneous (p. 136). 
Techniques for building distance between the researcher and the researched are elaborated in 
the latter section of this chapter on subjectivity and objectivity of the researcher. 
Another dimension of the researcher as insider or outsider concerns the cultural research in 
this study. One of the aims of this study was to make explicit the process by which traditional 
Japanese cultural influences in gender relationships regarding communication or interaction 
in the workplace, shape gender policies. In order to elucidate daily practices in the Japanese 
workplace, an understanding of Japanese culture and customs influenced by religious 
concepts is indispensable. Gender relationships, reproduced in daily behaviours and 
communication patterns, are rooted in traditional concepts, which derive from traditional 
Japanese customs (Fujimura-Fanselow & Kamera, 1995). This pattern is supported by the 
logic of the concept of 'disdaining' women in Japanese society. My nationality and my 
cultural and academic background as a Japanese make me an insider in Japanese society, and 
I conducted this research as such. Being an 'insider' made it possible for the researcher to be 
especially sensitive to characteristics of Japanese culture and language. 
However, the ideology and concept of feminism and gender were introduced from western 
countries. Thus I, as a researcher, tried to simultaneously position myself outside of Japanese 
culture, as an analyst in this research. In addition, my various opportunities to understand and 
study cross-cultural fields as a translator, and my experiences as a student 7 and as a visitor to 
foreign countries have enabled me to look more objectively at phenomena in Japanese 
society. 
7 I have made about 30 trips to various countries in Asia, Europe, Oceania and the U.S.A, during which I could 
observe the lives of the people and exchange ideas. I have also studied gender issues at Portland State University 
in Oregon, U.S.A. and QUT, Brisbane, Australia. I have learned the thoughts and lifestyles of people from many 
countries through my activities as an interpreter. Those experiences have allowed me to view Japanese society 
more objectively: that is, from the more distanced perspective of an outsider. 
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3.4 Doing feminist research 
3.4.1 Methodological significance of feminist research 
Abbot & Wallace (1997) note that the nature of feminist research lies in the methodology, 
epistemology and in "the theoretical framework within which the results are interpreted that 
determine whether the research is feminist or not" (p. 286). 
Abbott & Wallace (1997) further claim that 'malestream' scientific knowledge has been used 
to justify the exclusion of women from positions of power and authority in cultural, political 
and intellectual institutions of society. They argue that, given the existing power relations in 
society, this approach "ignores" or "distorts" or marginalises women and is "at best partial" 
(p. 291) because it acknowledges less than half the population. 
Thus, Wanca-Thibault & Tompkins (1998) emphasise the significance of feminist 
organisational research that "reframes organisations as sites of power and domination, [and 
using] feminist theory makes it possible to problematise the privileging of traditional 
organisational forms" (p. 612). 
Conventionally, it has been recognised that most feminist research should be conducted by 
women, for women and with women (Abbott & Wallace, 1997; Neuman, 2000, Littlejohn, 
1999; Acker et al., 1991). Reinharz (1992) asserts that "certain field sites are particularly 
accessible to female ethnographers that are either inaccessible or uninteresting to male 
ethnographers" (p. 55). However, a new argument has arisen: feminists can develop a 
feminist sociology only if they research men as well as women, but with the proviso that the 
research is from the perspective of women, providing a fuller and more adequate knowledge 
(Abbott & Wallace, 1997). 
Thus, feminist research in social constructionism must use qualitative methods, such as 
ethnography, so that the women (and men) who are the subject of research can be 'heard', 
making it possible to see and understand the world from the position of the research subjects 
(Abbott & Wallace, 1997). Reinharz (1992) opines that feminist researchers make double 
contributions in conducting their researches: they develop the understanding of feminist 
ethnography as a method of social research, and they increase the understanding of the 
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subject matter tht?Y choose to study. In addition, feminist research may contribute to changing 
the unequal status of women. 
3.4.2 The research role and emotional management in feminist research -
objectivity and subjectivity 
"In traditional research, objectivity and distance between the subject of the researcher and the 
object of research are advocated as methods for preventing bias" (Ramsey, 1996, p. 133). 
However, such a "subject-object dichotomy of traditional research strategies" (Ramsey, 1996, 
p. 143) is not relevant to feminist research (Ramsey 1996; Neu..man, 2000; Abbott & Wallace, 
1997). Many feminists have rejected the view that feminist researchers can be objective in the 
sense ofbeing uninvolved (such as Acker et.al, 1991; Jayarante et. al, 1991). The reasons are 
that the researcher will be identified with the women in the setting where she is researching, 
and that it is inevitable that she is a part of what is being researched (Abbott & Wallace, 
1997). Many feminist researchers take the position that "closeness with women is necessary 
in order to understand them" (Reinharz, 1992, p. 67). As the research process is also the 
interaction of the researcher and the researched, neither the subjectivity of the researcher nor 
the subjectivity of the researched can be eliminated in the process. (Acker et al., 1991, p. 140) 
I encountered a dilemma, because (1) my research subjects were not only women but also 
men: and (2) I could not decide if I should follow the above-mentioned research process or 
not. The reason was that I still strongly believed Reinharz's (1992) argument for maintaining 
some distance from the researched. I thought that maintaining distance would help me learn 
more about 'all the sides of the dispute' and maintain 'a critical stance', and that those 
advantages due to keeping distance would be damaged if I became 'a true insider' of the 
group. 
Although absolute objectivity is not possible (even if it were desirable), the pursuit of some 
types of objectivity can protect against several forms of bias (Jayarante et al., 1991). Ramsey 
(1996) suggests that the researcher should recognise her biases and such biases should be 
made clear so that the reader understands the framework of analysis and interpretation. This 
means that 'self-reflexivity' is essential and fundamental- the researcher must be constantly 
aware of how her values, attitudes and perceptions are influencing the whole research process 
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(Ramsey, 1996; Abbott & Wallace, 1997). During my eight years in the organisation, 
beginning as a temporary contracted translator, I constantly reconfirmed my values and 
perceptions as a feminist while formulating the research design, conducting data collection 
and analysing data. In this sense, I might have to admit that the product of my work was 
subjective since some researchers argue that all feminist research must be subjective, to some 
extent. However, this does not assume acceptance of the criticism that "feminist research can 
be accused ofbeing 'subjective' and therefore of no value" (Abbott & Wallace, 1997, p. 290). 
Mishler (1990) strongly argues that validity criteria are achieved not only by claiming the 
capacity to report objective reality. He states that: 
[t]his is not a weakness, but rather a hallmark of interpretive research in 
which the key problem is understanding how individuals interpret events and 
experiences, rather than assessing whether or not their interpretations 
correspond to or mirror the researchers' interpretive construct of 'objective' 
reality. (p. 427) 
As Cronbach (in Mishler, 1991) proposed, "the goal of validation is explanation and 
understanding" (p. 418). The validity of feminist research and this study are discussed in the 
latter section of this chapter. 
3.4.3 Emotional labour 
The next task for the feminist researcher in proceeding with the research is managing 
'emotional labour' (Ramsey, 1996). Ramsey (1996) advocated the necessity of the 
management of emotions for the feminist researcher in a male environmental research field. 
She claimed that the researcher should anticipate "the emotional temperature of the topic, 
developing the clinical skills required to manage the interview (that is, skills needed for 
emotional work) and providing social support for the researcher" (p. 142). Especially during 
the participant observation, contrary to my principles, I was compelled to work and behave as 
a conventional female pm1-time worker because of the organisational culture. As a feminist, I 
had to face some uncomfortable situations in the workplace. It was sometimes difficult for 
me to balance my emotions in acting as a researcher and as a woman in such situations. As 
fieldwork is a process of the continuous 'presentation of self' (Ramsey, 1996), controlling 
emotional labour arises as one of the important tasks of gender and feminist research. 
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I controlled my feelings and temper as a researcher so that I could develop as much distance 
as possible in data collection sites such as interviews, focus group discussions, and 
participant observation. This was because I feared that respondents' attitudes and their 
answers would be influenced by my ideas. I hoped to avert a situation in which "one does not 
talk about problems or failures and only reports 'positive' research results" (Reinharz, 1992, 
p. 59). My aim was to allow the respondents to explore, with me, issues of gender in the 
organisation, with an agenda which was set more by them than by me (Ramsey, 1996). My 
intention was to absorb rich data from both men and women about the issues. I tried to show 
my strong interest in respondents' ideas and opinions by listening to them carefully. Actually, 
their stories were diverse, and they all attracted my interest and shaped the focus of my 
findings. 
3.4.4 Building rapport in feminist research 
Building rapport in ethnographic research is the major factor determining whether the 
researcher can collect rich and in-depth data or not. Ramsey (1996) identifies the problem of 
rapport and empathy between different social groups (e.g., between female researchers and 
male subjects) as one of interpretation. In practice, it was difficult for me to apply this skill, 
as a feminist researcher, taking into consideration the power balance in carrying out the 
research. The difficulty is due to the "[inevitable] power relationships involved in research" 
(Abbott & Wallace, 1997, pp. 288-289): the power balance between the researcher/ a woman/ 
a feminist and female respondents, or similarly between the researcher/ a woman/ and male 
respondents. Ramsey (1996) confessed that, through the experiences of her research, "I 
collected some interesting data on men's attitudes to feminism, which I would not have got it 
if I had identified myself as a feminist" (p. 137). I deliberately did not present myself as a 
feminist during the data collection, especially during interviews with men and focus group 
discussions; rather, I emphasised my interest, as a social scientist, in the responses of 
informants. As a local advocate, 8 I realise keenly that the topic of gender equity sometimes 
leads to misunderstandings or conflict, and that there are diverse attitudes and opinions even 
8 I have published several articles and essays on human rights, including gender equality and senior citizens, in 
newspapers such as Chitose Mimpo and Asahi Shimbun. I have also had some opportunities to lecture or 
participate in symposia. Therefore, some of the respondents may have known my feminist views. 
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amongst women in this study. Given that women have similar oppressive experiences in a 
male-dominated society, their perception and interpretation of these experiences sometimes 
could not be openly shared. Therefore, I did not presume that it was taken for granted that I 
could always share the experience with female informants when, in the beginning, I started 
interviews with females. This experience is unlike Ramsey's (1996) suggestion for the 
selection of access to the research subjects depending on their gender. As a researcher, I 
understood that women in Japan sometimes do not articulate their concern about gender 
issues, and also that some of them believe that the subordinate position of women in society 
is natural, because men are superior to and more powerful than women. Instead, I, as a 
researcher, faithfully showed a strong interest in their information whether provided by male 
or female informants, and made efforts to have a friendly and relaxed atmosphere during all 
conversations. 
My successful data collection derived from my sincere attitude as a researcher and from 
establishing trust and rapport with the respondents. I presented the research information and 
the ethical clearance forms to acquire their understanding on my project and I showed an 
enthusiastic interest in their opinions during data collection. Further, I was already 
advantaged in establishing some kind of rapport with some of the informants, because I had 
worked with the organisation for eight years. As Acker et al. (1991) proposed, "unless a 
relationship of trust is developed, we can have no confidence that our research on women's 
lives and consciousness accurately represents what is significant to them in their every day 
lives, and thus has validity in that sense" (p. 149). 
3.5 The case study as a research strategy 
In order to explore the research questions and to elucidate the communication issues that 
support and hinder gender equity policies in daily practice, various qualitative methods of 
data collection, including focus group discussions, interviews, a questiom1aire, and 
participant observation, were used in developing a case study on the public sector in Chitose, 
Hokkaido, Japan. 
As a research strategy, a case study is prefeiTed in many situations that deal with sociology, 
organisational study, and the conduct of thesis writing in the social sciences (Yin, 1994; 
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Haliley, 1994). Yin (1994) defines a case study as a comprehensive research strategy of an 
empirical inquiry that "investigates a contemporary phenomenon within its real-life context, 
especially when the boundaries between phenomenon and context are not clearly evident" (p. 
13). 
Case studies are also useful where it is impoliant to understand those social processes in their 
organisational and environmental context (Haliley, 1994 ). Case studies help researchers 
connect the micro level, or the actions of individual people, to the macro level, or large-scale 
social structures and processes (Newman, 2000). Secondary data such as quantitative surveys 
conducted by the organisations and literature enhance the generalisation of the analysis of the 
macro leveL The relationship between the macro level of Japanese culture and the playing-
out of the organisational process was paliicularly critical to this study. 
This study aimed to explore the social context and the interaction between men and women 
under the implementation of the gender equity policy in the organisation. Therefore, the case 
study is appropriate to this project because the researcher sought first-hand observation of the 
organisation and its members over a period of time (Colon, 1999). 
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3.6 Research methods 
3.6.1 An inclusive viewpoint of methods in feminist research 
The case study, as a research strategy, comprises an all-encompassing method - with the 
logic of design incorporating specific approaches to data collection and to data analysis. Such 
an inclusive viewpoint of methods, using both qualitative and quantitative methods, is 
feminist research methodology (Jayarante et. al, 1991). Thus, this research, as a case study, 
can be based on any mix of qualitative and quantitative evidence. McCracken (1988) strongly 
recommends to qualitative investigators the approach of the mixed use of qualitative and 
quantitative methods, suggesting: "there is a division of labour in qualitative and quantitative 
methods, and such division makes the cooperative use of both methods so important to the 
qualitative investigator" (p. 17). Such mixed methods permit researchers to make a more 
comprehensive portrayal of the social phenomena, as Jayarante & Stewart (1991) point out, 
"the effectiveness of triangulation rests on the premise that the weakness in each single 
method will be compensated by the counter-balancing strengths of another" (p. 91). 
Methods 
Methods used as triangulation are described as follows. 
Interviews 
The qualitative research interview is defined as "an interview whose purpose is to gather 
descriptions of the life-world of the interviewee with respect to interpretation of the meaning 
of the described phenomena" (King, 1994, p. 174). The interview is designed to give 
investigators a highly efficient, productive, 'stream-lined' instrument of inquiry (McCracken, 
1988). As one of the goals of this study is to help the public to understand the voices of male 
and female employees, in-depth interviews were most appropriate (Jayatante & Stewart, 
1991). 
It is important that the investigator allows the respondent to tell his or her own story on his or 
her own terms. McCracken (1988) suggests that investigators should pay attention to not 
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violating the law of non-direction in order to hear respondents' own expenences. 'Active 
listening' strategies, that is, to 'read' the hidden meaning of speech and behaviour of 
respondents and 'play it back', must not be used (p. 21 ). 
A key feature of the interview as a method in qualitative research is attributed to the nature of 
the relationship between an interviewer and an interviewee (King, 1994). As Acker et al. 
(1991) posed, during an interview process, sensitivity and awareness are increased, and a 
faithful account is best pursued through close and sympathetic involvement with the 
informant rather than through distancing and objectifying. 'The interview as a conversation' 
seems to give greater depth than other research techniques. Silverman (1993) employs 
Reason & Rowan's argument to point out the relationships between an interviewer and an 
interviewee for successful interviews: 
Humanistic approaches favour 'depth interviews' in which interviewee and 
interviewer become 'peers' or even 'companions'. In this 'humanistic' version 
of the interview, both the type of knowledge gained and the validity of the 
analysis are based on 'deep' understanding of the person ... and wholeness in 
human inquiry. (p. 206) 
Through the experience of the researcher in the organisation as a part-time translator, the 
researcher was able to establish an atmosphere in which interviews could be conducted in a 
relaxed mood, so that the interviewees could answer easily, "without potential embarrassment 
or distress" (King, 1994, p. 21). However, the researcher knew that a certain formality in 
dress, demeanour, and speech would be useful to help the respondents understand the nature 
of the questions. Even very personal questions could be asked, out of professional curiosity. 
Given that a certain closeness must be unavoidable between the researcher and the researched 
in feminist research, in order to avoid 'ovenapport', a certain social distance between 
respondent and interviewer is necessary. This is especially important when 'tough' questions 
must be asked and 'delicate' analysis must be undettaken so that the respondents can be 
candid (McCracken, 1988). 
In order to obtain rich data, semi-structured open-ended interviews were conducted. In semi-
structured interviews, the interviewer is free to pursue the contents of the interview according 
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to the respondents' reaction. Lee's advice (1999) that the interview should maintain balance 
between free-flowing and directed conversation was followed. Semi-structured open-ended 
interviews were chosen as the most effective approach to focus on discussing targeted topics 
and asking specific questions, while still being sufficiently structured to enable free pursuit of 
emergent topics and themes and to probe more deeply than the initial planned questions in 
this study (Lee, 1999). 
The following formal interviews were conducted with key persons: 
1. An open-ended interview and a follow-up questionnaire interview with a section 
chief of the Personnel Section in the local government. 
2. An open-ended interview with a manager of the Women's Policy Division in the 
local government. 
3. An open-ended interview with an American clerk in the international section of the 
local government office in the capital city of Hokkaido. 
The time and place to conduct the interviews were fixed according to the preference of the 
interviewees. 
The following informal interviews were conducted during lunchtime m the participant 
observation period: 
• Ten open-ended interviews with female employees. 
• Six open-ended interviews with male employees (see Table 3.1 below). 
Table 3.1: Profile of interviewees- Individual 
No. Name Gender Section Position Age Marital 
status 
1 Kato M Personnel Section Chief 37 M 
2 Sa to F Women's Policy Manager 55 M 
3 Diane (American) F International Clerk 25 s 
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table continued from previous page 
4 Ito F Construction Clerk 32 M 
5 Takeda F Women's Policy Section Chief 51 M 
6 Akita M Social Welfare Clerk 36 M 
7 Koiwa F Child Care Clerk 49 M 
8 Ota F Child Care Clerk 47 M 
9 Okada F General Affairs Clerk (Casual) 51 M 
10 Nagai F Environment Clerk 52 M 
11 Kanno F Sight Seeing Clerk 24 s 
12 Nishi F Planning Clerk (Casual) 29 s 
13 Go to F Agriculture/Forestry Clerk 33 s 
14 Shinada M Environment Section Chief 46 M 
15 Aoyama M Environment Clerk 37 s 
16 Shishido M Elderly and patients Clerk 37 s 
17 Matsui M Citizen's Life Section Chief 42 M 
18 Nakata F Mayor's Office Clerk 29 s 
19 Nomura F City Assembly Clerk 32 M 
20 Sasaki F Citizen's Life Section Chief 42 M 
21 Kume F Volunteer Activist citizen 38 M 
22 Kitano M Citizen Teacher 49 M 
23 Kouda M Planning Manager 43 M 
24 Ham a M Planning Deputy Director 52 M 
(Names listed here are changed to maintain anonymity. As of Janumy, 2002) 
The venue for the interviews varied, depending on interviewees' preferences: sometimes in a 
comer space of the cafeteria or in a coffee shop; sometimes in a respondent's office. In the 
following chapters, the abbreviation 'intv.' is used to indicate an excerpt from an interview. 
Focus group discussions 
Researchers employ focus groups, as a tool for qualitative research, to study communication 
in a variety of organisational contexts (Hamdon, 2001). Focus group interviews are used in 
triangulation with other methods of research such as individual interviews and participant 
observation, and they also provide useful information that is otherwise inaccessible 
(Hamdon, 2001). Focus group discussions are more structured and spontaneous than 
individual interviews, and less structured and spontaneous than pmiicipant observation; as a 
result, the researcher maintains more control than in participant observation, but less than in 
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individual interviews (Harndon, 2001). Also, focus groups have the advantage of allowing for 
participation among individuals in the safety of a group (McCracken, 1988), and thus permit 
the researcher to observe a great deal of group interaction in a limited period (Hamdon, 
2001). This quality is important in the Japanese context, because it reflects collectivist values 
of interaction. 
In this research, first, the issues raised in the confidential individual interviews with the key 
persons in the organisation were analysed. Next, relevant document materials concerning the 
organisation, such as newsletters and the archive surveys of concepts on gender equity among 
local government employees, were gathered. Then, focus group discussions were conducted 
to develop an understanding of the issues (Sekaran, 2000). 
A manager of the International Relations Division of the Chitose City Council undertook the 
task of 'gatekeeper' and coordinator of the members of the organisation for this research 
project. A gatekeeper is someone with the formal or informal authority to control access to a 
site. It is no exaggeration to say that a gatekeeper can shape the direction of research, as 
Newman (2000) describes: 
Even the most friendly and co-operative gatekeepers or sponsors will shape 
the conduct and development of research. To one degree or another, the 
ethnographer will be channelled in line with existing networks of friendship 
and enmity, territory, and equivalent boundaries. (p. 353) 
The researcher held a meeting with the gatekeeper to explain this research project, focusing 
on the purpose of this study and the ethical clearance matters. The researcher managed to 
convince the gatekeeper that the research was a non-threatening project that would not harm 
the organisation; on the contrary, it might be contribute to development of the organisation. 
For successful focus group discussions, it is desirable to have selected participants rather than 
a random sample. In other words, "researchers should strive to minimise identifiable forms of 
bias rather than to maximise statistical generalisability" (Lee, 1999, p. 70). The researcher, 
therefore, asked the gatekeeper to select interviewees in accordance with two criteria: people 
from three different levels of the organisation, and opinion leaders. The purpose was to 
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compare the ideas of the participants depending on their position in the organisation and also 
to obtain rich data. 
To the extent possible, "participants should be relatively homogeneous along a theoretically 
meaningful dimension (e.g., age, sex, socioeconomic status)" (Lee, 1999, p. 70). In addition, 
the focus groups were separated by gender in order to encourage open discussion (Herndon, 
2001). 
Two focus group discussions, one with six males, and one with six females in the local 
government, were conducted. Each group consisted of two people from each of the three 
levels of the organisation - clerks, section chiefs, and managers - in order to observe the 
interaction of ideas among people from each level. 
The researcher submitted an information sheet that explained the purpose of this study and an 
ethical clearance sheet (Appendices 1a and 1b) to participants, including key interviewees 
and the members of the focus group discussions, so that they felt comfortable and relaxed 
enough to respond to the topic. The discussions ran for almost 90 minutes for each group. 
The researcher prepared desired questions, acting as a moderator; however, the discussions 
were basically carried out as unstructured, casual focus group interviews or discussions that 
would encourage the participants to speak freely and openly (Conlon, 1999). The discussions 
identified both expected and unexpected concepts and attitudes among city employees under 
the implementation of gender equity policy. The data drawn from this in-depth information 
allowed the researcher to develop a follow-up questionnaire-based survey (Lee, 1999) that 
she later conducted, to investigate the attitudes and concepts of a much wider range of 
employees. 
The time and place for the focus group discussions was detetmined in accordance with the 
preference of the participants, and the discussions were held in a vacant room in the 
organisation after office hours. The focus group discussions were audio-taped. The researcher 
listened to the recorded tapes carefully and thoroughly, and the entire content was transcribed 
and the Japanese transcription translated into English before data analysis. The content of 
focus group discussions results in 'thick data' that illuminates the meanings the participants 
ascribe to their own experience (Hamdon, 2001). In the following chapters, the abbreviation 
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'f.g.d.' is used to indicate an excerpt from a focus group discussion; with f.g.d.l indicating 
male respondents, and f.g.d.2 female. 
Follow-up questionnaire 
After conducting the key-person interviews and focus group discussions in the preliminary 
data collection stage, a follow-up questionnaire was constructed to investigate some emerging 
questions which respondents might feel reluctant to discuss (Kumar, 1996) along with the 
research questions, in the focus groups. 
First, the social environment and the emerging themes derived from the preliminary data 
were examined. Then, question topics were drawn up by analysing the focus group 
discussions and key person interviews in the organisation. Finally, questions were categorised 
into three parts: Section A-Gender and the workplace; Section B-Your working life and 
environment; Section C-Personal details. (See Appendices 2a and 2b.) Selection of 
questionnaire recipients was as follows: 
• Thirty subjects were randomly selected by the gatekeeper, from both male and female 
employees, including the participants of the focus group discussions. 
• Those subjects comprised five male and five female employees from each level of the 
organisation: ten clerks, ten section chiefs and ten managers. 
• One exception to this pattern was that as there were only threee female managers in the 
organisation, two more female clerks were selected instead of two female managers. 
Responding to reader needs, the researcher arranged the questions so that they were easy to 
read, and sequenced the questions so that the respondents might feel as if they were in a 
natural conversation. In order to avoid a low response rate, a cove1ing letter was attached to 
the questionnaire (Kumar, 1996) to explain the main objectives of the study, the researcher's 
profile, and issues of confidentiality for the respondents were outlined. 
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Each question in the questionnaire consisted of closed items and open-ended items in order to 
take advantage of both question forms. Closed items have the advantage of achieving greater 
uniformity of measurement and, therefore, greater reliability; of making the respondents 
answer m a manner fitting the response category; and of being more easily coded. 
Disadvantages include: their superficiality; the possibility of annoying respondents who find 
none of the alternatives suitable; and of forcing responses that are inappropriate (Bums, 
1994). These weaknesses were overcome by providing the open-ended question response 
space followed by closed-ended questions in the questionnaire, seeking respondents' 
opinions, attitudes and perceptions. In a questiom1aire, open-ended questions provide 
respondents with the opportunity to express themselves freely, resulting in a greater variety of 
infmmation, and such free responses virtually eliminate the possibility of investigator bias 
(Kumar, 1996). In constructing clear and effective questions, the researcher consulted the 
checklist of de Vaus (1995) for drawing up a questionnaire with proper wording and order. 
The questionnaire was first written in English, and then translated into Japanese. 
Participant observation 
I was contracted for a four-week work period in the Environment Preservation Section, 
which, at that time, served as an in-house secretariat of the ISO 14001, the Environment 
Management System (EMS). There was one female and ten male full-time employees in the 
section, and I was another female working as a part-time employee. The section was located 
on the third floor of the building and not many citizens visited. Everyone in the section was 
friendly and some men were very outspoken. This resulted in significant contributions to my 
study. I found that my Curriculun Vitae was circulated in the section when I was appointed, 
so some people had noticed that I had studied gender issues abroad. As a result, gender issues 
sometimes emerged as a topic of conversation. 
Table 3.2: Breakdown of the Environment Division 
Role Divisional Section Name Gender 
Manager of the Division Aizawa M 
Section Chief Environment Mikami M 
Clerk Ueda M 
Clerk Tanabe M 
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table continued from previous page 
Clerk Kaneko M 
Clerk Nagai F 
Section Chief Natural Preservation Nishimura M 
Clerk Onodera M 
Section Chief Environment Preservation Shinada M 
Clerk Aoyama M 
Part-time worker Kawana F 
(Names listed here are changed to maintain anonymity.) 
As I argued in section 3.4.2 concerning the management of emotion, I sometimes faced the 
same difficulty that Ramsey (1996) has raised: 
In order to do research in a masculine setting, and maintain both access and a 
sense of integrity, it seemed necessary to create a 'researcher-self', a role 
which was distinct from self as a feminist. (p. 135) 
I needed to control my emotion and manage my image in order to behave as a 'typical' part-
time worker, so that I was not rejected. Also, in order to get a natural response, such 
emotional control, as a researcher, was indispensable - because the feelings of "emotional 
labour" (Ramsey, 1996, p. 138) sometimes emerged - in keeping the conversation going 
with other employees to get useful data. Otherwise, the researcher would have been 
'exposed' in daily conversations, and informants would refuse or stop the conversation. 
Another difficulty was crucial. One of the purposes of using this method was to observe the 
interaction and verbal and non-verbal communication between male and female employees. 
However, the ratio of male and female employees in this section was ten to one. This reduced 
the opportunities to accomplish this goal of my research. So, the unbalanced gender 
distribution of the Environmental Section required that I go out of the section to observe 
other sections whenever my working situation allowed. And I conducted informal interviews 
with employees in other sections during lunch breaks. Like other interviews, the purpose of 
the study was explained to the informants, and appointments with interviewees were made in 
advance, because the time was limited. 
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During the participant observation, note taking was the principal means for recording data. 
According to Waddington (1994), the note-taking process: 
... should include descriptions of people, events and conversations as well as 
the observer's actions, feelings and hunches or working hypotheses. The 
sequence and duration of events and conversations are noted as precisely as 
possible. The fabric of the setting is described in detail. In short, the field 
notes represent an attempt to record, on paper, everything that can possibly be 
recalled about the observation. (pp. 109-11 0) 
My notes were immediately translated into English in the evening of each day before fresh 
memories faded, much like keeping a diary. 
Collection of secondary data including quantitative data 
In this case study, the unit of analysis was the local government in Chitose City, Hokkaido. 
The availability of secondary data about this organisation was limited. The primary 
documents regarding the organisation were public newsletters, statistics provided by the 
Personnel Section of the organisation, and a range of attitude surveys and plans, listed below. 
• 
• 
• 
• 
• 
• 
"Hokkaido Gender Equality Plan", published by Hokkaido prefectural government . 
"21, Chitose Kirameki Plan"-Chitose City New Long Term General Plan (2001 to 
2010). 
"Hito, Machi, Kirari Puran (People, town, charming plan)", published by Chitose City . 
The Woman's Plan in Chitose . 
Archive surveys of the understanding of Chitose Citizens regarding gender equity . 
Archive surveys of the understanding of people regarding women's issues in Hokkaido 
Prefecture in terms of gender equity. 
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• Archive surveys of untlerstanding of gender equity among local government employees, 
Chitose City Council. 
The data regarding gender equity, such as policies or plans, were used to understand the 
concrete situation of Chitose City and Hokkaido Prefecture, especially to ascertain what level 
of issues were focused on implementation of each plan or how each local government carried 
out the plan under the Gender Equity Policy of the national government. 
Survey data on gender equity were used for comparison with the results of the first hand 
research in this study, such as data drawn from interviews or the questionnaire. 
3.6.2 Data analysis using successive approximation 
The data collected were coded and categorised using themes developed and analysed based 
on successive approximation. The process of the method of successive approximation 
indicated by Neuman (2000) was used as follows. At first, the researcher proves the data, 
asking research questions of the evidence to see how well the concepts fit the evidence and 
reveals features of the data. After several repeated iterations, the researcher moves from 
vague ideas and concrete details in the data toward a comprehensive analysis with 
generalisations through three kinds of coding: open coding, axial coding and selective coding. 
These three steps of coding were integrated with the concepts of the gender approach derived 
from feminist theory, which resulted in the interpretation of the final repori. As Neuman 
(2000) says, "qualitative researchers have moved toward presenting summaries of their data 
analysis in the form of diagrams and charis" (p. 439). Figure 1, in section 3.6.1, sets out a 
comprehensive picture of the process of data collection and analysis in this study. 
The process of analysis in this study using successive approximation is presented as follows. 
3.6.3 Coding data 
Qualitative coding is an integral part of data analysis that is guided by the research questions 
and leads to new questions, theory and generalisations (Neuman, 2000). This process occurs 
in three stages, open coding, axial coding and selective coding. 
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Open coding 
The researcher first coded the names of interviewees in the English translated raw data. The 
content of the data was categorised into two attributes of male and female in a 'variable' of 
gender (Neuman, 2000) and sub-categorised into further dimensions, emerging from data 
such as age, occupational status and attitude towards gender equity. Next, the data was 
organized into conceptual categories to create themes according to the research questions. 
Axial coding 
In this second step of data coding, the researcher examined the relation of each initial coded 
theme by making comparisons - such as different or same understanding and attitudes 
between men and women - or re-categorisation, referring to the data many times. During 
this process, some new ideas or themes emerged, and then the examination of those ideas or 
themes was repeated. 
Selective coding 
In this last stage of coding, the researcher identifies the major themes of the research project 
by scanning data and previous codes (Neuman, 2000). The researcher looked selectively for 
cases that illustrate ideas and understanding of gender equity to comprehend various themes 
relating to the gender equity policy or to communication between men and women in the 
organisation. As the analysis moved toward generalisations that are repeatedly subject to 
conditions and contingencies, the researcher refined generalisations and linkages to better 
reflect the evidence (Neuman, 2000). Iterating these several cycles, the researcher 
approximated major themes, which could lead to the final analysis. 
3. 7 Validation strategies 
In feminist research that relies on nonexperimental investigation and on some types of 
dialectic interplay of theory, methods, and findings over the course of a study, the standard 
approach to validity assessment is largely inelevant (Mishler, 1990). This is also because 
81 
feminist research itself has proposed an alternative approach to the conventional 'male-
stream' research process, as I previously discussed in section 3.4.1. 
Mishler (1990) proposed alternative validity criteria as: 
The process through which we make claims for and evaluate the 
'trustworthiness' of reported observations, interpretations, and generalisations. 
The essential criterion for such judgements is the degree to which we can rely 
on the concepts, methods, and inferences of a study, or tradition of inquiry, as 
the basis for our own theorising and empiricai research. (p. 419) 
Mishler (1990) further agues that validation, as the social construction of knowledge, depends 
on whether the relevant community of scientists evaluates reported findings as sufficiently 
trustworthy to rely on them for their own work (p. 417). Mishler agues that this new approach 
to validation is compatible with some of the mainstream validity theories about centrality of 
interpretation in validation. 
Moreover, Mishler (1990), citing Lincoln and Guba, queries the validation of 
'trustworthiness': "How can an inquirer persuade his or her audiences (including self) that the 
findings of an inquiry are worth paying attention to, worth taking account of?" (p. 419). In 
other words, "a potential warrant for the validity of [an] interpretation is whether it makes 
sense to the respondent" (Mishler, 1990, p. 427). In order to ensure the validity of the 
research, I sent a brief summary of the findings from my data analysis to 14 key informants 
and asked them to comment on the summary provided (Appendices 3a. and 3b). Feedback 
from 13 informants was incorporated into the analysis, and my analysis was adjusted in 
response to their comments. 
Another definition of validation, that of a conventional practice of qualitative research as 
ethnography, was proposed by Maxwell (1994). He claims that validity refers to the 
correctness or credibility of a description, conclusion, explanation, or interpretation. 
Qualitative researchers, in ethnography, are concerned with capturing an inside view and 
providing a detailed account of how those actually being studied feel about and understand 
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events. This is called internal validity, while external validity is the ability to generalise 
findings from a specific setting and people (Burns, 1984; Neuman, 2000; Scandura, 2000). 
This study takes account of Lincoln & Denzin's (1994) claim concerning the relation 
between a text and its validity as authority and truth. They argue that: 
. . . a text is valid if it is sufficiently grounded, triangulated, based on 
naturalistic indicators, carefully fitted to a theory (and concepts), 
comprehensive in scope, credible in terms of member checks, logical, and 
truthful in terms of its reflection of the phenomenon in question. (p. 579) 
The following tactics are available, in doing case studies, to increase construct validity: the 
use of multiple sources of evidence; establishing a chain of evidence; and having the draft 
case study report reviewed by key informants (Yin, 1994 ). Therefore, the researcher in this 
study used a combination of methods, including triangulation that improves validity, to reveal 
intricate interactions and complicated phenomena in the organisation. 
However, Yin (1994) also claims that "cultural analysis is essentially incomplete" (p. 87). All 
qualitative researchers have to do is to concentrate on 'authenticity' (Neuman, 2000), defined 
by Neuman as "giving a fair, honest, and balanced account of social life from the viewpoint 
of someone who lives it everyday" (p. 171 ). 
Testing authenticity is, therefore, what qualitative researchers are required to undertake as 
validation. Various strategies, outlined below, ensured this. 
Another task of feminist qualitative research for the accomplishment of a successful study is 
to "set the ethnographers to rule out a validity threat: "a way you might to be wrong" (Yin, 
1996, pp. 87-88). In order to solve the problem of validity threat, the researcher conducted 
the following measures, applying Yin's advice. 
Description: The researcher used audio tape recording of interviews to avoid the potential 
validity threat of inaccuracy and incompleteness. The transcription process of the tapes was 
completed in Japanese then translated into English by the researcher. The accuracy of 
transcription of the drafts was checked in accordance with the content of the tapes after 
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transcription, by listening to the tapes while simultaneously reading the transcripts. During 
the period of participant observation, I, as a researcher, made detailed notes and immediate 
translation of the draft notes on the same day, rather like keeping a diary. 
Interpretation: Yin (1996) warns that "the main threat to valid interpretation is imposing 
one's own frameworks or meaning, rather than understanding the perspective of the people 
studied and the meaning they attach to their work and action" (pp. 89-90). The researcher 
collected 'rich data' through the method of triangulation, including various interviews, 
participant observation and focus-group discussions. However, the researcher always checked 
through the careful use of 'self-reflexive practice' (Ramsey, 1991, p. 134). A warrant for the 
validity of my interpretation is whether it makes sense to the respondents (Mishler, 1990). As 
mentioned above, feedback from key informants about the accuracy of my description of 
findings limited biased interpretation. 
Bias: Yin (1996), deploying Fielding & Fielding (1986), warns that the researcher may 
consciously or unconsciously select methods or data sources that would tend to support the 
preferred conclusion. In feminist research, many feminists stress the importance of 
subjectivity: "no issue is as challenging to feminist empiricist researchers as that of adequacy 
or credibility, the parallel to validity in qualitative work" (Olsen, 1994, p. 165). 
As bias is related to the central issue of subjectivity in feminist research and the concomitant 
problem of objectivity in empirical research (Olesen, 1994; Ramsey, 1996), this problem 
takes on a more complicated complexion. Ramsey (1996) suggests, deploying Stanley & 
Wise, that: 
... emotional involvement is unavoidable in feminist research. Whether the 
research is relevant to the researcher's own life, whether the data are clearly 
emotionally 'hot or cold', and whether or not the researcher chooses to 
acknowledge this aspect of research, the researcher will be working on her/his 
emotions. (p. 142) 
What is important to researchers is to understand what their bias is, and to make those biases 
clear, so that the frameworks of analysis and interpretation are understood by the readers 
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(Ramsey 1996). Yin (1996) indicates that researchers should pay attention to discrepant data 
or consider alternative explanations to understand the phenomena they are studying. This 
researcher attempted to collect evidence from both male and female employees, and reviewed 
various theories from the perspective of gender, so that she could probe and reveal the 
problems from different angles. In addition, the analysis considered data that did not fit the 
key themes, and which emerged and ran counter to the theories underpinning the study. In 
pmticular, information uncovered regarding the Japanese workplace that was not mentioned 
in other studies will introduce new and thick description of Japanese communication patterns. 
3.8 Strengths and limitations of methodology and methods used in this study 
In the 1980s and 1990s, the use of feminist methodologies broke new ground in the field of 
social science research. This approach challenges conventional 'male-stream' processes of 
social research. Although feminist knowledge of social research opened up another window 
on the truth of social knowledge, some specific features of feminist methodology - such as 
problems of subjectivity and validation- mean the approach is not fully accepted by other 
investigators and the public. This is because the lack of widepread acceptance of feminist 
research has resulted in too small a number of researchers (Wanca-Thibault & Tompkins, 
1998). This tendency is especially strong in Japan, where the patriarchal system is 
predominantly strong compared with other countries (Haruka, 2001 ). 
Feminist methodology cannot avoid taking an opposite position to mainstremn research. 
Jayaratne & Stewart (1991) suggest that: "many classic studies in social science may be 
analysed now in terms of feminist criticisms" (p. 87). Therefore one of the contributions of 
feminist research is to provide new interpretations of conventional social phenomena. 
However, it is a problem of time and increasing the mnount of feminist research; in shmi, the 
history of the research will judge the intrinsic worth of the methodology. From this 
standpoint, my research is a contribution to the academic history of feminist research. The 
study explores the interpretation of gender and communication in a Japanese context. 
Data collected by using triangulation methods enhanced the reliability of the research. The 
unique and up-to-date infonnation in the study was collected by the following methods: 
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• Interviews . 
• Focus group discussions . 
• Participant observation . 
• Follow-up questionnaires . 
• Collection of secondary data regarding research site . 
Also, a brief summary of the findings was sent to the key informants and feedback from them 
ensured the validity of the interpretation, and countered bias. 
As my case study took up social phenomena of a single case in the public sector in Japan, the 
social world that I interpreted is limited to the area, characteristics of the local community, 
population of the city and other specific complex social environments. However, given that 
all male and female employees in the public sector in Japan at present may share experience 
of the current social stream of gender equity policy under the national government strategies, 
there is some reason to believe that the findings offer some scope for generalisability. The 
working phenomenon and the level of gender issues handled in the work place may be 
different depending on culture and history of each community. Nevertheless, my findings 
revealed and uncovered the real voices of men and women in this Japanese workplace. The 
voices of Japanese people in my text are fragments of the truth of the present Japanese 
hierarchal society. 
The in-depth and rich data, by unveiling informants feelings in interviews and during 
participant observation, were collected partly because of an established rapport through the 
researcher's relationships with the organisation, and partly because of the researcher's 
approach. Controlling emotion during the research was indispensable for the researcher as a 
feminist, in the male-dominated work place. The control of feelings of'emotionallabour' and 
the sincere attitude of the researcher helped the informants become relaxed enough to voice 
their honest feelings. 
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The analysis process, using successive approximation through iteration, ensured careful 
development ofthe key themes of the findings. Additionally, the cross cultural experiences of 
the researcher helped in the analysis of Japanese social phenomenon, from a sensitive, 
informed, and somewhat more objective 'outsider' point of view. 
3.9 Conclusion 
In consideration of the nature of this study, the researcher took the standpoint of an 
ethnographer, a social constructionist and a feminist communication researcher to investigate 
the social phenomena and context of the organisation. The research here describes the voices, 
lived experiences, perspective, and ideas of both males and females about their work life in 
the current Japanese public sector, through ethnographic case study. My intention in this 
research was to let the concepts, explanations and interpretations of those participating in the 
study become the data for analysis (Acker et al., 1991). 
This chapter's function has been twofold: firstly it offered a contribution to feminist 
methodology and epistemology. I discussed the 'insider or outsider' status of the researcher in 
the research, emotional management in the research setting, especially focusing on a stance 
of subjectivity and objectivity between the researcher and those researched. These claims are 
characteristic assertions of feminist research. 
Secondly, I proposed, besides follow-up questionnaires, the use in this feminist research of 
mainly ethnographic methods, such as interviews, focus group discussions, and participant 
observation. The ethnographic methods were applied using triangulation, including analysis 
of qualitative and quantitative data 
The problem of validity in feminist research is very controversial in current mainstream 
academic study, because 'subjectivity' in feminist research is given greater emphasis. Thus, I 
argued for the validity of this feminist methodology and its methods, and carefully 
documented the procedures and precautions used to achieve 'trustworthiness' (Mishler, 
1990). 
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Although this study, as a case study, has limits for generalisation ofthe findings and cannot 
be applied to the cases of all workplaces in the Japanese public sector, the understandings and 
behaviours derived from voices of men and women, present in the findings, would be shared 
by many Japanese employees and effect other studies conducted on similar topics. For 
example, in the findings, summarised in the next chapter, the researcher could observe some 
social phenomenon typical of men and women in Japanese workplaces (such as 'cooperation-
centred society') common to some other studies of Japanese workplaces discussed in Chapter 
Two, such as Iwao (1995) and Ogasawara (1998). Also, researching using the feminist 
methodology enabled the researcher to explore the issue from an unconventional point of 
view. 
In the next chapter, the findings of this ethnographic research, both qualitative and 
quantitative, such as interviews, focus group discussions, participant observation, a follow-up 
questionnaire and the secondary data, including an attitude survey, are presented and 
interpreted, using feminist theory. 
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Chapter Four: A Case Study of Gender Relationships and Gender Equity 
Policy in a Local Public Sector Workplace in Japan 
4.1 Introduction 
The previous chapter presented the methodology of the feminist research, from the point of 
view of the research role and researcher's stance, as well as the methods that the researcher 
used to collect data for the findings in Chapter Four. The methodology was underpinned by 
an understanding of the literature, which explicated feminist theory and Japanese cultural 
features, and which became the foundation and the supportive theoretical framework for the 
analysis of the findings in this chapter. 
Chapter Four consists of two sections: the first part presents a description of the working 
environment of Chitose City Council, Japanese culture in the workplace, women's position in 
the organisation, and the unique Japanese communication styles in daily working practice. 
The latter part focuses on employees' experiences ofthe implementation of the gender equity 
policies. I intended to present the 'voice' and perception of men and women who experience 
work-life in the vortex of the gender equity policy, working in the public sector in Hokkaido, 
Japan. The findings are mainly derived from the qualitative data collected first-hand by the 
researcher from more than 67 official infonnants, including the voices from 24 interviews, 11 
members of the two focus group discussions,9 and 30 informants for the questionnaire, as 
well as those employees whom I met during the participant observation stage. The 
quantitative data - such as the survey of understanding of the employees of the City of 
Chitose, the issues raised by the citizens of the City of Chitose, the views of people in 
Hokkaido Prefecture, and other relevant documentation - was used for comparing, 
generalising, or enhancing evidences, as well as understanding the social and cultural context 
of the Chitose City Council. 
89 
4.2 Daily work practice in the Chitose City Council 
Sheppard (1989) indicated that organisations "reflect and contribute to the prevailing societal 
gender structure" (p. 140). In this section, the researcher provides the findings about how 
daily work-life is shaped by cultural and social factors. These factors shape the differences in 
gender roles and gender perceptions in the workplace that are embedded in the organisation. 
4.2.1 Male dominated organisational structure of the Chitose City Council 
Basically, all the 499 city employees in the public sector are categorised in career-track jobs 
or sogo-shoku (the integrated track), aimed at promotion to administrative positions. From 
Mayor and Deputy Mayor at the top, at the next level in the hierarchal structure are the 
Treasurer, Public Sector Supervisor, and Auditor Representative; these are the three major 
managerial positions (san-yaku). Then, a director (bucho) rules over a department, and a 
manager (kacho) is at the top of a division and a section chief (kakaricho) is in charge of a 
section ( cf. Table 4.1 ). 
Table 4.1: Number of employees in various positions within Chitose City Council, by 
gender 
Section of 
organisation 
Mayor 
Deputy Mayor 
Treasurer 
Superintendent 
(BOE)10 
Public Sector 
supervisor 
Auditor 
Planning 
Directors and 
above 
Deputy 
Directors 
Male Female M F 
1 
1 
1 1 
1 
1 
1 
1 3 
Managers 
M F 
1 
11 
Section 
Chiefs 
M F 
3 
17 
Clerks 
M F 
6 1 
14 3 
9 The focus group discussions will be described with the abbreviation 'f.g.d.l ':males and 'f.g.d.2': females in 
the text. Evidence from interviews was labelled 'intv. x'. 
10 The Board of Education of Chitose City 
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table continued from previous page 
GenAffairs 1 1 8 10 1 19 3 
Financial 2 1 4 9 26 4 
Civil 3 6 1 12 8 50 13 
Environment 
Welfare 3 2 5 9 4 18 30 
Industry 2 3 8 18 33 5 
Promotion 
CIST (City 1 11 
University) 
Construction 1 1 8 19 50 
Hospital 1 3 3 
City Assembly 1 2 1 3 
Total 
18 0 17 0 56 3 102 14 227 62 
Total as a 100 0 100 0 95 5 88 12 79 21 
percentage 
:;ua" 
Unit: person 
Source: Chitose City Council, as oj2002 
Female employees represent approximately 15.8% of the whole of the city workforce in the 
main building. All the part-time workers who work as assistant clerks, making photocopies, 
filing documents and so on, are females. 
4.2.2 Equal opportunities for training programs 
Over and above on-the-job-training, there are a variety of off-job training opportunities 
consisting of in-house study programs and external study programs. In-house study programs 
consist of training for each managerial position, such as manager and section chief, and a 
training program for new employees. External study programs are composed of eight courses, 
including the Jichi Daigaku (a vocational college for government employees' training) 
program, a three month course held on Honshu Island, a one week policy and regulation 
seminar, and so on (intv. 1). In the case of the Jichi Daigaku program, it appears to be 
difficult for female employees who have small children or who cannot be away fi:om home 
for a long time to apply for this training. 
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Kato (M), 11 a section chief of the Personnel Section reported that a number of female 
employees, like males, began to take the training programs in 1986, just after the enactment 
ofEEOL in Japan: 
As for outside study programs, we try to give equal opportunities to the 
employees, regardless of gender. We accept volunteers or nominees for the 
program ... All the employees who took the [Jichi-Daigaku] program in the 
past were males ... A director (bucho) of the General Affairs Department 
makes the final decision about the nominee. (in tv. 1) 
Given that a director of the General Affairs Department makes the final decisions, it is very 
likely that the structure of the Personnel Section may have great influence on nominated 
candidates. The Personnel Section checks the record of trainees and makes a list of nominees 
in order to get an approval from the director (intv. 1 ). Almost all interview responses showed 
that both male and female employees are given equal opportunities to take a training program 
if they apply. Nomura (F) said that: 
I think there is no gender difference in getting training opportunities, or being 
given tasks. The opinions given by women in a meeting were treated the same 
as men's. I think this work practice started around the time when I entered the 
City Council (10 years ago). I think our age is a transition period between the 
difference of old working practice and gender equity. (intv. 19) 
However, Goto, a female clerk pointed out women's negative attitudes to the outside 
programs: 
I think the organisation gives training opportunities to men and women 
equally, but women don't make use of advantages of those opportunities. A 
woman usually doesn't want to be prominent or remarkable, (so they don't 
apply). (intv. 13) 
11 All the names that appear in this thesis have been changed to maintain anonymity. (M) is an abbreviation for 
male and (F) for female. 
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One of the reasons that women normally do not want to be recognised as outstanding in a 
group is the result of the traditional concept of onnarashii (behaving like a woman) in 
Japanese society. Behaviour that is tentative, modest, tender, and ambiguous (Ogulinck, 
1998) is preferable. There are a number of systemic reasons why employees working in the 
organisation are not required to face harsh competition with fellow employees (f.g.d.1) 12: ( 1) 
the public sector doesn't pursue profit; (2) in addition, the organisation preserves the life-long 
employment and seniority systems; (3) consequently, teamwork or maintaining good 
cooperation is one prominent quality for survival in the organisation. Some men and women 
said in focus group discussions that self-promotion is also not considered preferable, not to 
mention the pressure for women to avoid being outgoing (f.g.d.1 & 2). 
However, in the feedback of the summary, two male employees suggested that the tendency 
of 'the stake that sticks out gets hammered in' has already faded and the promotion and 
positioning of women are considered by fair evaluation. Because of a reduction in the number 
of employees, in accordance with the reformation of the organisation, the enthusiasm and 
capacities of employees are noticed in the organisation and at the meetings of the City 
Assembly. 
4.2.3 A male-dominated employment 
Only 15.8% of the total employees are females ( cf. Table 4.1 ). According to the Law of the 
Local Government Employees, all city employees are equal and are not segregated according 
to religion, race, family status, or gender (intv. 1 ). People are hired after assessment of their 
knowledge, physical strength, and an interview. Kato, a section chief of the Personnel 
Section, indicated that they did not accept pressure from any groups in hiring employees: 
We are often asked questions about the recruitment of female employees by 
female members of the City Assembly ... [But] we keep saying that we hire a 
person who is eligible and enthusiastic regardless of gender ... This year, we 
12 Focus group discussions are abbreviated as 'f.g.d.l' for a men's discussion and 'f.g.d.2' for a women's 
discussion. 
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hired four females and six males. Also some females were positioned m 
managerial posts in April 2001. (intv. 1) 
As Kato emphasised, hiring four females out of 10 and positioning two female managers 
were epoch-making events in the history of the organisation ( cf. Table 4.2 in section 4.2.5). 
The differential in the absolute number of males and females is very clear from Table 4.1. 
Sometimes, no female clerks were hired in a year (f.g.d.1). Kato explained the reason for this 
imbalance in the number of men and women employed, suggesting that the city recruited 
university graduates as new employees, but usually just a few female university graduates 
applied; that is why the number of males inevitably increased (intv. 1). However, there is 
evidence of the actual nature ofhiring processes. Put simply, although the Equal Employment 
Opportunity Law (EEOL) in Japan was established in 1986, employers could include their 
preference for gender and age in classified advertisements, without any risk of sanction until 
the second amendment of the EEOL in 1999 (Asakura, 1999; ·Miyachi, 1996). Nonetheless, 
even after the regulation of EEOL became tighter, the employers continued 'masked' 
recruitment with superficial public entrance interviews. Actually, those employers have 
tended to hire only men from the beginning (Molony, 1995). "Such a nominal entrance 
interview or examination is not rare, even at present", said a teacher who was in charge of job 
hunting for students at school (intv. 22). 
4.2.4 The role of part-time workers 
The City Council hires part-time workers based on demand. All of these workers are female 
(intv. 1). According to documents from the Personnel Section, they get daily wages, and the 
duration of their contract is limited to a maximum of six months. Their wages are kept low, 
so that their total income over a year will not exceed the limit for tax exemption as a 
husband's or father's dependant (Yazawa, 1997). If they want to extend the contract, they are 
requested to take one-month leave, and sign a new contract. There are dress code restrictions 
for these workers, such as prohibition of wearing jeans or flamboyant accessories. Their 
official office hours each day are the same as regular employees (doc. 3, Chitose City). 
Considering dress codes and low wages adjusted to the tax exemption system, these working 
conditions imply that part-time worker positions are designed for women. Usually, their work 
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is assistant work like photocopying, filing, and even tea serving, which used to be the job of 
full-time female employees. Yasukawa, a female manager indicated: 
The female full-time employees complained about it [tea-making] so they no 
longer serve tea. But now part-time female workers serve tea instead of 
them ... They [female full-time employees] refused to serve tea, but they 
expected part-time workers, who are also females, to serve tea. (f.g.d.2) 
As Campbell & Encel (1991) argue, part-time workers are a symbol of a 'dual labour 
market', and the women's workforce is really a form of 'underemployment' (cf. Chapter 
Two). A female section chief reflected her understanding of the meaning of part-time 
workers: 
Takeda (F): Part-time workers are not the same as the full-time workers. (So 
we can ask them to serve tea.) (f.g.d.2) 
There is no opportunity for part-time workers to be promoted or to become full-time 
employees. Sometimes they are hired to fill in for absent full-time employees, but they are 
not expected to be part of the effective workforce. Four out of thirteen female respondents to 
the questionnaires and in feedback of the summary specifically wrote of the ineffectiveness of 
replacement by part-time workers: 
Vacant positions should be covered by full-time employees, but not with part-
time workers (Q. 25) 
It may be difficult even for part-time workers with expertise to replace full-
time workers. (Q. 19) 
I am annoyed by the organisation's treatment in replacing part-time workers 
for the position of full-time workers who take child-rearing leave for three 
years. I want full-time workers in such a position. (doc. 13) 
These comments imply that the gap between tasks and expected responsibilities of part-time 
workers cause friction and tension between full-time workers and prui-time workers in the 
workplace. Their statements also suggest the working conditions of the part-time workers 
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who have the same responsibility as full-time workers, which those part-time workers have to 
accept. 
Generally, the image of part-time workers does not include qualities as 'skilled'. As part-time 
workers are always women, gender itself is linked to their inadequacy as employees. 
4.2.5 Promotion opportunities for men and women 
Given that the training opportunities are provided equally, clearly equal opportunity for 
promotion is a matter of different dimensions. The Table 4.2 shows the number of male and 
female employees promoted to managerial positions in the five years from 1997 to 2001. 
Table 4.2: List of promotions 
1997 1998 1999 2000 2001 
----
Male Female M F M F M F M F 
Director 0 0 0 4 0 2 0 6 0 
Deputy 5 0 5 0 6 0 4 0 6 0 Director 
Manager 6 1 8 1 5 0 9 0 11 2 
Section Chief 11 1 9 5 3 13 1 19 2 
1' m mmn1ttm an mm m 
Unit: person 
Source: the Personnel Section, Chitose City, 2002 
The Personnel Section used a set of criteria to decide on promotions. They are: years of 
service both in the present position and in the organisation; job experience; records from 
training programs; personnel history of penalties; and health condition. Ability in planning, 
leadership and business performance reported by each supervisor, especially managers, are 
included as another element of the promotion application. It is easy for supervisors to observe 
employee's daily service attih1des in the organisation, because usually all the subordinate 
staff under a manager of a division work in the same open room (p.o.)13 . Kato said that, 
usually, a person at the age of forty will be promoted to section chief, and at forty-five, to 
13 (p.o.) is an abbreviation for the participant observation. 
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manager (intv. 1). However, two females in the managerial sections, Takeda (F), a female 
section chief and Saito (F), a female manager, told me different stories: 
Takeda: A male employee usually can be a section chief when he becomes 35. 
Females need to wait until 40 at the earliest. (f.g.d.2) 
Saito: Two female managers and two female section chiefs were promoted this 
April (2001), but it was a very rare case. I became a section chief when I was 
forty-five. (intv. 2) 
This difference, regarding the ages at promotion between the personnel section male and the 
female employees, identified the gap in recognition of the present circumstances for men and 
women. Nomura (F), a clerk, also indicated the difference in promotion opportunities 
between men and women: 
I think there is a clear distinction between men and women. I know a female 
who is very excellent, but she isn't promoted as males are. (intv. 19) 
The responses to the questionnaires regarding the number of years working in the 
organisation showed the obvious difference between men and women in the functioning of 
the seniority system (illustrated in Table 4.3). 
Table 4.3: Questionnaire respondents' length of service by gender* 
Gender and positions 
Female managers 
Female section chiefs 
Male managers 
Male section chiefs 
Length of service (years) 
35,35,31 
22,25,29,34 
19, 24 ,27, 28,29 
16,18,18,23 
Average 
33.7 
27.5 
25.4 
18.8 
*respondents to the questionnaires conducted in FebnWIJ', 2002 
The obvious difference in these figures demonstrates that gender difference clearly influences 
opportunities for promotion in this organisation. The figures also indicate the thinking of the 
decision-makers in the organisation. 
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Female employees who entered as assistant clerks before the introduction ofEEOL faced the 
change in their working tracks in the middle of their careers. For females who did not have 
the same training as males, it was hard to adjust themselves to work like men. The 
questionnaires demonstrated that women generally had less educational background than 
men; therefore, they were not expected to have the same higher positions as men from the 
beginning. Two of the female respondents to the questionnaires were university graduates, 
three were from junior college, and eight were high school graduates, while thirteen males 
were university graduates and only one was a high school graduate ( cf. Appendix 6.) 
4.2.6 Barriers to the promotion of female employees 
The research pointed out three major barriers to the promotion of females. The first barrier 
was the decision making process of the personnel promotion. Kato, a section chief of the 
Personnel Section provided this inside story: 
The Personnel Section makes the original plan [of personnel promotion]. 
Often the meeting of the upper management refuses our original plan ... Older 
employees, who were educated with a traditional idea that men should work 
outside and women should do housework, do not give chances of promotions 
to women. They might not give them chances of seminars or training either. 
The managerial positions, at present, are occupied by older males. Japanese 
unique traditional aspects influence it ... I cannot deny that there is a certain 
field where female supervisors tend to be stationed. (intv. 1) 
The use of the expression "the Japanese unique traditional aspects" by the section chief in the 
interview provides a very important clue about the pattern of organisational practices, 
because it represents one of the power relationships in this organisation. 
The influence of the relationships between boss and subordinates concemmg promotion 
develops a certain tension among employees. As Miller (1999) pointed out, relationships 
between male bosses and female employees are complex: 
Women know few people in the management ranks, because her upbringing 
makes her reluctant to initiate relationships, and because they are worried 
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about how others might construe a mentoring relationship between herself and 
a man. (p. 241) 
Goto (F) implied: 
You know, a woman sitting there behind me, . . . she was promoted to be a 
section chief last year, although she is young for promotion. She is a 
manager's favourite- menko [menko is Japanese idiom meaning 'to make a 
pet of somebody']. (intv. 13) 
This may happen not only between a male manager and female clerks, but also between a 
male manager and a male clerk. Three men told a story of special preferences from the top of 
the organisation over each of his men respectively. 
Akita (M): I think the Mayor's 14 favourite people are remarkably promoted. 
. . . Managers will make comments about the promoted nominees to the 
members of the Board of Directors ... If a manager says that she or he is 
useless, the Board of Directors eliminates the person from important positions. 
(intv. 6) 
Aoyama (M), suppmied the above statement, saying: 
The Mayor, at present, has a tendency to put his favourite people around him. 
The people on the first floor are mostly such persons. (intv. 15) 
The second barrier to promotion is absence from the office because of maternity or child-
rearing leave. The organisation requires employees to work from early morning till late 
evening, sometimes even during a holiday (p.o.). An employee will not be treated as a 
capable employee if he/she cannot follow this working requirement. And women who are 
ambitious to have a career are also expected to be housewives at the same time (Kaneko, 
1995). In so far as this situation and idea have been maintained, it is very difficult to combine 
14 In 2002, the Mayor had been in his position for 12 years. The Mayor's tenure of office is four years. He had 
won three elections. 
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marriage and a career, especially when having children. Even if she is assured of the right to 
take leave, the working environment does not allow a woman to insist on this comfortably. 
Nomura (F) suggested that: 
When a woman, who took one year leave before, extended the application 
from one year to three years, some men and women blamed her in secret, 
saying, ' how dare she takes leave for such a long time'. (intv. 19) 
Yasukawa, a female manager, also suggested that gender was a major factor in choosing her 
staff for a managerial position: 
I don't think I will choose a woman who is pregnant as a staff member of my 
section. Do you willingly make up a loss that resulted from the absence of a 
colleague because of maternity or child-rearing leave? [Silence signaled 
negativity in the focus group]. See? ... For example, when a female becomes a 
section chief of a section that organizes a three-year project, and she insists on 
taking maternity leave for two or three years in the middle of the project, she 
is hardly acceptable as a colleague. (f.g.d.2) 
Yasukawa's statement represents the idea that both men and women considered taking 
maternity leave or child-rearing leave to be an issue for women. Such concepts are not only 
influenced by stereotyped biological gender roles, but are also deep-rooted in Japanese 
traditional cultural rituals such as kotobuki-taisya (leaving the office to get married) (Akiba, 
1998) and quitting jobs because ofthe 'myth of three year-old infants' (Ohinata, 2000). 
The third obstacle could be found in women's attitudes of hesitation at being promoted. 
Yasukawa (F) again indicated that women might also "escape from being promoted" (f.g.d.2). 
One example was provided by an interview with Goto (F), who seems to be one of the more 
prominent female employees and closest to promotion in the near future: 
I don't want to be promoted because I don't want to take on unnecessary 
responsibility... I feel rather comfortable hiding myself in the shadow of 
remarkable and outstanding persons, because it is much easier to take leave for 
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a vacation and to go to abroad ... I am lucky being a woman, because a woman 
isn't expected to be promoted. (intv. 13) 
As Connell (1987) claims, the power structure circulating around men and women causes 
gender discrimination. Some women reject and escape from the involvement of such male 
organisational mechanisms. 'Resistance', as a form of exercise of power (Hall-Taylor, 2000) 
makes them 'complicit' in stabilising gendered power structures (Hatcher, 2000). 
Despite the fact that legally men and women should experience equal employment 
conditions, in practice, the custom of treating men and women differently still prevails. 
Japanese female local government employees may also face a fourth obstacle. The glass 
ceiling at the managerial level can, unexpectedly, be caused by her husband. Nakata (F), a 
clerk, said: 
In the case of a couple who work at the City Council, one of the couple has to 
quit the organisation when one of them becomes a deputy director. It is a 
regulation. My first manager (female) had such a situation. She quit her job 
when her husband became an associate director. (intv. 18) 
Another example presented the cry of a female victim of this arrangement. Nomura (F) 
described the challenge for her: 
My husband also works at the City Council, ... either of us has to quit the City 
Council [if the case happens]. The personnel section secretly asks him or her 
to quit the job [it is called katatataki]. The katatataki is a secret or unofficial 
announcement [of giving the sack], isn't it? However, my female colleague 
who was asked to follow this announcement told everybody openly, loudly, 
and angrily that .she got 'katatataki' ... After all, she quitted the job for her 
husband. She cried at her farewell party. I think she did not want to quit 
working and felt regret. If it happens to me ... and if I refuse to quit, it may 
negatively influence my husband's career. (intv. 19) 
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As this interview showed, in such cases the woman usually gave up continuing work for her 
husband's career, although she might resist as much as she could before quitting. One of the 
reasons why a woman normally became a victim of this situation is, of course, that the future 
door to promotion is definitely opened more widely to men than women, just because of 
gender difference. However, another reason was internalised in the couples' power 
relationships in the home. Some men and women suggested that a male partner should earn 
more than a female partner should. 
A female clerk noted in a questionnaire interview: 
I never think of my married life without a form of double-income. However, I 
may have second thoughts when the income of my partner becomes less than 
mine. (Q. 27) 
She implied that she fears that the reverse of the traditional financial power balance, whereby 
a husband loses the role as breadwinner, would bring considerable pressure on the emotional 
relationship of a couple. 
Three respondents in the feedback to my summary of the findings commented that one reason 
for the different promotion rates of the female employees from males would be due to the 
unenthusiastic attitude of female workers, especially those who were over forty. One of them 
complained that those women did not work hard but they were paid the same as men. A 
female wrote: 
My husband and I [both are city employees] sometimes agree with each other 
when we speak ill of older female employees. In short, they don't work hard. 
There are men who don't work hard as well, but those men may suffer from 
much more pressure from other male colleagues than women. 
This indication implies plenty of scope to consider various problems within Japanese 
organisational systems, such as the seniority system, payment according to ability, and lack of 
assessment of projects. 
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4.2. 7.1 Job opportunities and gender 
Although the Local Government Employee's Law regulated that there was no segregation 
and difference between men and women in working conditions (intv. 1 ), the research proved 
that there was a distinct women's domain in the organisation. In response to one question in 
the survey: "Do you think different kinds of job for men and women exist in the workplace?", 
54% ofwomen and 80% of men replied "yes". 31% of women and 13% of men replied "no". 
Amongst the reasons for those answers in the affirmative, the followings are typical of male 
responses: 
It is impossible [or unnatural] for women to work like men in the workplace ... 
it's like a battlefield. (Q. 14) 
If a job requires a service with meticulous attention, women are suitable to 
take such tasks, and if it requires physical strength, men are suitable. In the 
case of tea serving, responses to guests, especially to old men, it is better when 
women serve it. This is the fact. (Q. 12) 
Constructive (kougekitekina) jobs [which needs enthusiasm] such as planning 
and improvements or reforming are adequate for men. (Q. 5) 
Similar detailed reasons are stated by females: 
There must be jobs that require characteristics of women, such as being 
graceful and gentle, which can't be expressed by men. And vice versa. (Q. 27) 
Men are preferable to move heavy things and climb up high places, while 
women are preferable to serve tea for the guests. (Q. 17, 24) 
The existence of jobs in the City Council that require physical strength that women do not 
have is doubtful. Needless to say, all the employees- women and men- passed the same 
physical strength tests. According to the Personnel Section, such physical strength tests are 
required because city employees need to mobilise people and things in case of natural 
disasters such as typhoons and floods (doc. 2). Even considering emergencies, this does not 
seem to be an adequate reason to limit women's working field. 
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Besides the physical reasons, technical skill was picked up as a superior talent of males in 
business. One female employee pointed out a noteworthy reason, saying: 
Men negotiate better. (Q. 19) 
This implies two things: first, men are better trained than women in undertaking negotiations; 
and second, people in public devalue women, and thus prefer to negotiate with men. Such 
circumstances are made clear when female employees receive phone calls from outside the 
organisation. Ito (F) reported: 
I feel that men from construction companies don't talk seriously about 
business with me. For instance, when I pick up a phone and they say 'please 
give me a person in charge', it means give him a man to talk with. They don't 
want to be convinced or understand what I say. So, I ask kacho (a manager) or 
kakaricho (a section chief) [who is a man], to explain the same thing that I 
said. Then they are finally satisfied with the explanation, even if the section 
chief has repeated exactly the same thing that I said. (intv. 4) 
Goto (F), who serves in the Agricultural and Forestry Department, repeated almost same 
story: 
Goto: When I pick up a phone, I am often asked for: 'a person in charge, 
please'. They don't trust a woman to be a person whom they can talk with 
about business. 
Researcher: What will you do in such cases? 
Goto: I ask a section chief (a man) to talk with the person. (intv. 13) 
These statements highlight the social cultural practice that male-dominated society outside of 
the organisation also reinforces the office practice, in tum recreating the hierarchal structure 
of men over women. 
Contrary to the above mentioned major responses, only four questionnaire respondents noted 
the opposite ideas in the question interviews: 
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(M): There used to be a tendency like this; however, as this is the age of equal 
rights for both sexes, such a way of thinking is getting out of date. (Q. 4) 
(M): I understand that both men and women can do the same kind of job, 
except the job of fire fighters. (Q. 3) 
(F): Individual suitability (not because of gender difference). (Q. 18) 
Traditional stereotypical beliefs that only women are gentle and graceful reflect on the ideas 
of women's job limitation, but a female employee expressed a counter attitude as follows: 
It is a wrong idea and prejudice that a woman will give a soft impression to the 
guests, as is generally said. (Q. 25) 
With the exception of these four responses, the majority of the interviewee's responses 
suggested that such traditional concepts were still considered as a significant rationale for 
dividing jobs between men and women in this organisation. 
4.2.7.2 Women's career path 
The research also found that there was a women's 'route' through careers. Many female staff 
are given responsibility at the reception desk of the Citizenship Section as a start to their 
careers (f.g.d.2 & intv. 15). Men in the focus group discussion gave the reason for this as that 
citizens were more comfortable if women were at the reception desks rather than men. The 
Citizenship Section is the place to which not only new female employees but also pregnant 
employees, are transfeiTed. Hironaka (F), a section chief of that section complained about this 
tendency, saying: 
Jobs at the Citizenship Section are day-to-day jobs. That's why a pregnant 
person tends to be transfeiTed to our section. One staff member is now taking 
maternity leave. I hope such transference would not happen. (f.g.d.2) 
By contrast, Sasaki (F), another section chief, stated that there was no option but to accept the 
present situation: 
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It is a shikataganai (it cannot be helped, or the sense of easily giving up some 
important matter because it is fate) situation where expecting women were 
transferred to the Citizenship Section, because of the nature of the job that is 
able to be shared by many staff, and also, it is not a long project job. (intv. 20) 
The level of the jobs at that section seemed to be considered different from other sections, 
such as the Planning Section where staff were Mayor's men usually dealing with long-range 
projects. 
The fields where women managers were stationed show a tendency towards gender roles; 
those divisions are the Citizenship Division, the Women's Policy Division and the General 
Affairs Division of the City Assembly. Many male and female informants pointed out that 
sections or divisions where females were transferred were limited (intvs. 1, 2, 4, 6, 13, 17 & 
20). Sugimoto (M), a section chief said that: 
They (female managers) tend to be a boss of a section where staff need to talk 
to citizens, face to face. The number of females in sections where they need 
some special technique like a construction section is very few. (f.g.d.l) 
Saito (F) added that: 
The field of female's occupations is extremely limited. For instance, many 
females are assigned to be a section chief of the Employees' Welfare Section. 
The final decision regarding the female personnel promotion is made by the 
Board of Directors who are all male directors. Men think that the positions 
which women can handle are limited. Women cannot be promoted if we 
cannot get men's understanding. (intv. 2) 
Saito's statement suggests that it may be difficult for a woman to be promoted if she has not 
'blended in' (Sheppard, 1989; Hatcher, 2000) with men's norms, so that she is talented 
enough to be a 'boss' like her male counterparts. 
106 
Tanaka (F) claimed that women are enclosed in a 'woman's fi·ame' to accept the limitation of 
the working field (f.g.d.2). Such a frame also limited the experiences of men like Sugimoto, 
who has never worked with a female during his 18 years of office work (f.g.d.1) 
4.3 'Organisational man': prioritising the public over the private 
4.3.1 Business and family 
One of the difficulties imposed on Japanese employees is the excessive daily tasks that they 
are required to be completed within office hours. During the participant observation, the 
researcher found that some male employees stayed at the office until one or two a.m. As well, 
I was told that most of the staff in the Environment Management System (EMS) Section, 
where I conducted the participant observation, did not take New Year's leave and started 
work from 2nd of January, in spite of the official office holidays lasting until the 6th of 
January. 
The response of one male worker in the questionnaire highlighted this issue: 
If a person can work early in the morning, late in the mid-night and also 
during holidays, I don't have any preference of gender [as my business co-
worker]. (Q. 6) 
This answer indicates typical male norms in the Japanese working environment. Firstly, this 
respondent, as a representative of general male workers, thinks that it is natural to work early 
in the morning, late in the night and also during holidays, because it is for the business. This 
expectation can be traced to patterns in the high economic growth period. Secondly, for 
accomplishment of a project, group cooperation with colleagues is indispensable. Thirdly, 
working women who will not or can not work as late as men do, may be incapable co-
workers. In Table 4.4 below, drawn from the questionnaire, details the attitudes to working 
hours rep01ied. 
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Table 4.4: Attitudes to extended hours of work, by gender 
Question: What is your attitude to the extended hours of work? 
Women Men 
I usually do this work unwillingly 38.5 40 
I usually do this work willingly 15 20 
I usually do this work very willingly 0 0 
I usually do this work neither willingly nor unwillingly 38.5 20 
I do not know 8 13 
I usually do not do the extended hours of work 0 0 
No reply 0 7 
(Unit:%) 
Table 4.4 shows that 38.5% of the women and 40% of the men replied that they worked 
extended hours of work unwillingly. Most of the interviewees indicated that they worked 
extended hours because of their firm sense of mission. They wrote that it was necessary to do 
so for the organisation. 
Kato (M) told me about his 'office work-centred family life' (Broadbent, 2001; Muramatsu, 
1998; Osawa et al., 2000): 
My wife is a nurse at a day-care centre (run by the City). So, we cooperate 
with each other to take care of our four-year-old son. We pick him up at the 
day-care centre in tum after work ... my section has a lot of extended hours of 
work. So, I will return to the office again to work overtime when she returns 
home. (intv. 1) 
Being different from a private company, a public sector organisation will not go bankrupt. 
Ironically, under the stable circumstances for organisations in the Japanese public sector, the 
extended hours of work, supported by the idea of messhi boukou (sacrificing oneself and 
working for an organisation), is justified without any question. And family matters, that 
women have been predominantly responsible for over time, are ignored, because business and 
public matters come first. 
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4.3.2 ~xtended hours of work 
More than 90% of the whole city employees replied, in the questionnaire for this study, that 
they stayed at the office late to do some extended hours of work. Among them, 70% of the 
women and 63% of the men worked between 6 and 15 hours a week. All the male employees 
answered exactly the same - every one of them, without a single exception -saying: "I do 
extended hours of work, because I need to do it". 
Every Wednesday is a day of 'no extended hours work' in the Chitose City CounciL At the 
end of office hours at 5:15p.m., an announcement notifies, "it is no-extended-hour-work day, 
today. You are requested to go home immediately without doing any extended hours of 
work". During my participant observation, Mr. Aoyama said that this announcement and the 
rule was nonsense, saying: 
It is not effective at all. They need to patrol and check that there is no person 
left in the office, and if someone stays late, he or she should be charged a fine 
by the minute. 
I fotmd that one of the male employees stayed until around 10:00 p.m. on that day. And the 
manager in the section asked me not to collect his coffee cup, because he would stay late 
everyday. It is also true that some employees work at the office even on weekends or 
holidays, and all of them claimed that they had excessive tasks, more than they could handle 
within office hours. However, it is also true, as a male clerk and a male Deputy Director said 
in an interview, that there was an atmosphere that they couldn't leave office immediately after 
office hours (intv. 16, and intv. 24). In 2000, the City of Chitose spent 174 million yen 
(equivalent to AUD $2,718,750; AUD $1 = ¥64) to pay employees for their extended hours 
of work, and they worked for 114,000 extended hours (doc. 10, Chitose Minpo). 
Kato said that: 
We can't help working until midnight. .. We have to do it. Due to the 
introduction of computers, demands for the work became more speedy and 
complicated. (in tv. 1) 
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Diane (F) observed the same situation at the Sapporo City Council, 15 saying; 
People stay and work until 1:30 or 2:00 a.m. When the bell rings at 5:30, 
nobody leaves ... the reason is that they think they have to work. Or, they have 
too much work... I used to think that they are parts of the machine of the 
company ... like a sort of worker bees image. But now I think ... male workers 
are victims of the societal images as female workers are. 
Being an 'organisational man' (Ogasawara, 1998) is one of the Japanese organisational 
characteristics, and those men make the daily extended hours of work 'natural' organisational 
practice. The Chitose City Council discussed introducing a job sharing system, using part-
time workers, to solve this problem, because of the suggestion from a member of the City 
Assembly in January 2002 (doc. 10, Chitose Minpo). 
4.3.3 Teamwork in the office 
In the Japanese office, cooperation with colleagues and teamwork are valuable elements, not 
only for the success of projects, but also for 'socialisation' with people in the organisation. 
According to Nakane (1974), a sense of unity in Japanese organisation is promoted by means 
of the members' total emotional participation in a group. Diane (F) pointed out that: 
Everyone works together. Even if it is not my project ... everyone helps ... It is 
not just one responsible person. (intv. 3) 
If a person cannot be sociable as she or he is expected to be, the person will be recognised as 
tsukiaiga-warui (unsociable) (Yoshikawa, 1986), and may not be regarded as a responsible 
colleague as Shigeta (M), a section chief complained: 
Female colleagues who have children were always too busy to join activities 
of a section like a trip or a party aimed at solidarity for making the project 
15 The City of Sapporo is the capital of Hokkaido Prefecture. It has a population of approximately 1.8 million, 
the fifth largest in Japan in 1998 (internet home page of Sapporo City). Diane had a two-year contract with the 
city. 
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successful. Also, they refuse extended hours of work as a team, because they 
have to take care oftheir children. (f.g.d.l) 
Sasaki (F), a female section chief, also complained about her young male subordinates' 
attitude that they did not cater to organisational socialisation after work (intv. 20) and she 
could not share a good communication with them because of such attitudes. Goto also said 
she refused to join an in-house women's association, because she did not prefer to act as part 
of a group. These attitudes of young people are not yet agreeably accepted by the 
organisation. 
Tension abounds in this situation. On one hand, the conditions needed to make a staff 
member fully integrated demand long hours and social relationship building. The awareness 
of the importance of this for many married women limits their options. Complaining about 
practices that integrate them acts simultaneously to implicate them in the old system and 
reinforce their exclusion. 
4.3.3 New working patterns 
Given that traditionally the organisational requirements come before individual lives, the 
atmosphere in the office is changing slowly. Kato (M) reflects conversation with his 
colleagues as follows: 
At present, we can say, 'I have to leave the office earlier today', because of 
housework, rearing children, picking up children at nursery school and so on. 
If we had said such things before, we might have been blamed [by colleagues 
or bosses] that, 'you should let your wife quit her job'. (intv. 1) 
Shishido (M), a clerk who serves at the Elderly and Patients Section after finishing long 
service on the first floor where most of the staff are male, told me of the big change in his 
working environment. He said that he couldn't imagine this situation before transferring to 
this section, saying: 
I have a lot of female colleagues [in my section]. .. I've been experiencing and 
learning to work with respect to other workers' life styles, which may affect 
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whether she or he can stay late or who needs to leave earlier. I feel 
comfortable working here ... When I worked on the first floor, I felt a silent 
pressure, which meant I couldn't leave the office earlier than others. It was not 
normal. I don't want to go back to such a section any more ... Now, I can 
therefore behave more freely than before. (intv. 16) 
Not many of the male employees experience such working environments. According to the 
survey of Chitose City employees regarding gender equity (1999, doc. 9), 57.5% of the 
employees replied that there was no atmosphere in the organisation that allowed men to take 
leave for private reasons such as rearing children or caring for sick parents. Moreover, 5.6% 
of respondents replied that they feared the effect on promotion assessment if they took such 
leave. 
4.4 Gender relationships and gender differences amongst employees 
4.4.1 Gender tensions 
The response to the questionnaire for this study indicated that no employee preferred to work 
with a woman. Twenty-threee percent of female employees and 20% of male employees in 
the questionnaires preferred to work with men rather than women, and 0% with women. 
Female informants provided some possible reasons for this preference (0%): 
A colleague of the same gender makes me nervous. (Q. 25) 
I feel it is much easier to discuss [things] with the opposite gender [men]. (Q. 
27) 
[I prefer to work with] Men. It is because they don' t mix private matters with 
business. (Q. 20) 
Some women feel uneasy about 'women-like' behaviours: 
Nomura (F): I think I feel better to talk with a male supervisor, because males 
speak frankly, and I can talk in a businesslike way with them. On the other 
hand, when I talk to women, I think I talk like friends and, conversely, I 
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sometimes feel interference into my private life by her. I don't like it (intv. 
19) 
Hironaka (F): Honestly speaking, I don't like to work with female colleagues 
so much, because females do not respond immediately. They can't decide A or 
B. They are very slow. (f.g.d.2) 
The interviews revealed some concrete reasons why men preferred to work with the same 
gender rather than with women. Three male employees (intv. 6,16 & f.g.d.1) pointed out the 
low degrees of enthusiasm of the female employees for completing tasks: 
Shigeta (M): They [women colleagues] showed attitudes like, 'I will do this 
job to this level, and it is your [young male staff] job to complete it.' ... They 
seemed to think like, 'we are women, so it is all right if we work this much'. 
(f.g.d.1) 
Shishido (M), a clerk, criticises women's attitudes as well: 
I think women's attitudes toward work don't end up in a satisfactory way at all 
(tsumega amai). They don't aim to completing their work at a high level at the 
final stage. (intv. 16) 
Shishido and Shigeta's opinions, that women believe they can be excused from any hard 
work [in Japanese society], are suggestive of Iwao's (1995) claim that Japanese women 
generally do not achieve as much (see Chapter 2, 2.5.7). 
Another reason that men prefer not to work with women is that they feel that they have 
difficulty in maintaining solidarity with women, because women can't stay at the office until 
midnight. In the focus group discussion, men spoke out as follows: 
Sugimoto (M): I feel no necessity to ask a male colleague to work together 
over night until two o'clock between men. He will understand the situation 
without saying a thing. When it comes to female colleagues, ... I worry about 
them. 
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Shigeta (M): I will be anxious about her [a female] every day all year long. 
Fukazawa (M): I think we are physically different, and it will be dangerous 
[for women] to go home when it becomes very dark and late. 
Shigeta (M): Women may think that it is not necessary for them to be said that 
she might go home earlier. (f.g.d.l) 
A similar response from a man was found in a questionnaire: 
The same gender (men) can judge the timing, they know when to cooperate 
with each other smoothly, but the different gender (women) are slow to judge 
such good timing. (Q. 14) 
They seemed to feel a certain tension in working with women. Shigeta suggested that women 
might have their own ideas about doing extended hours of work. Yasukawa (F) captured that 
point, saying: 
Some females may hope to be asked to do some extended hours of work like 
men, but as for those who ask for working till late, it may be kindness not for 
asking them to stay late in the office ... so in this sense, gender will be one of 
the factors in choosing staff. (f.g.d.2) 
A female clerk expressed her determination to work with male co-workers: 
Nakata (F): I think we can work as hard as men do. (intv. 18) 
In the Japanese office, staying late together in the office is one of the important factors in 
symbolising that the staff work hard. Therefore, this working environment that justifies 
extended hours of work is an unavoidable framework of operation for a capable employee: 
'organisational man' (Ogasawara, 1998). Consequently, the result is that women are defined 
as physically weak, inappropriate to stay till late in the office, and as somehow lmenthusiastic 
to accomplish their jobs. The circulation of this logic embeds women in an inevitable 
outcome oflimited opportunities and low ranked positions. 
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4.4.2 The role of woman supervisors 
While, on the surface, the appearance of female supervisors might be eagerly awaited (intv. 2, 
4, 5, f.g.d.l and the result of question 2 of the questionnaires, see Table 4.5 below), none of 
the respondents to the questionnaires chose female colleagues as preferable business partners. 
Table 4.5: Reactions to working under a female manager 
Question: If you work under a female manager, what is your reaction? 
Women Men 
~~--~------·---~~··----·---~----.... 
Very happy 8 7 
Happy 46 40 
Unhappy-don't want to work under female 15 13 
managers 
Not applicable 31 40 
(Unit:%.) 
Table 4.6: Preferences for working with male or female colleagues 
Question: Who do you prefer to work with as your colleague, male or female? 
Women Men 
Male 20 20 
Female 0 0 
Either one 67 80 
Not applicable 13 0 
(Unit:%.) 
The psychological background of this result is explained in the western context by Pringle 
(1989a), saying: 
Women bosses are stereotyped as dragons who make [female workers] work 
harder; as women who have had to struggle so hard to get where they are that 
they become hard; as moody, picky, erratic. They put [female workers] down. 
(p. 57) 
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However, similar tension between women in Chitose City Council was reported. Goto (F) 
reflected this attitude: 
My [female] colleague who works under a female section chief said, 'I felt 
that I was watched by her all the time, especially I felt her eyes watching me 
when I talked with a (male) manager. (intv. 13) 
Another female clerk, Nakata, concretely indicated that she experienced the same tension 
among women: 
I felt nervous working under the female manager, because we are the same 
gender. I thought she would check and watch every manner I would follow or 
how polite I would speak. The way I serve tea, the way I speak may be 
watched, because she, as a woman, knows those manners better than I do. 
Also, she is a shrewd observer. She would notice trifling matters. (intv. 18) 
Reciniello (1999) claims that this tension is an ambivalence related to the feeling of intimacy 
which is seen between a mother and a daughter. It is called "Perfectionistic behaviour -
demanding unrealistic attention or accomplishments and being hypercritical, harsh, and 
intolerant of failure ... [so] that they devaluate and criticise them" (p. 313). Pringle (1989a) 
also argued such uneasiness of women working under women bosses: 
Women do not like other women exercising authority directly over them ... 
They experience women's authority as 'unnatural', whereas men's authority is 
taken granted. (p. 58) 
Another example shows that a female worker welcomed the familiar attitudes of a woman 
boss, while a male worker criticised these same attitudes, compared with those of male 
supervisors, and expected her to possess a character like male bosses: 
Nakata (F): She (a manager) often helped our job after she finished her own 
task. My female colleague and I were helped a lot and I was glad. However, a 
male section chief once said to me that a manager had better stay cool with 
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dignity or stay unruffled, not helping others' jobs (dento kamaeteitekureta 
hoga ii). (intv. 18) 
Similarly, a sort of defeminised attitude was sometimes important and valued in this 
organisation, because feminised attitudes would "risk their power and authority and they 
would not be 'taken seriously"' (Sheppard, 1989, p. 149). 
A male clerk told a story indicating that a female manager is not thought to be reliable: 
Aoyama (M): What my friend, who had a female manager, complained was 
that she promised him that he would be transferred to a certain section which 
he hoped to be ... However, she didn't seem to do her best and my friend did 
not get to the section as she promised him. I know such hope does not always 
come true, even if a manager promised. But my friend said she obviously did 
not do her best and she was not worth trusting. (intv. 15) 
It is quite problematic if female managers have an environment where they must appeal for 
and insist on the promotion of their staff in meetings of managers where the majority are 
men. Saito (F), a manager, confessed that she feels pressure in a conference, saying; "Some 
say that it is impertinent or saucy if women give their opinions in a meeting" (intv. 2). In this 
instance, successful advocacy for staff is a challenging, and considerably more difficult, task 
for a woman manager than a man. 
It should be recognised that the limited number of female role models in managerial positions 
does not encourage women to produce many female managers in the organisation. Therefore, 
both men and women need to recognise the problems of and necessity to train female leaders 
in the organisation if the number of women managers is to change. 
4.4.3 Female mentors and mentors for females 
The majority of employees do not have experience of working under female supervisors, 
mostly because of the small number of female supervisors in the organisation ( cf. Table 4.1 ). 
In such situations, 54% of women and 47% of men supported the view that they would be 
happy to have female supervisors. Those men in the questionnaires showed their interests in 
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having a female supervisor because they had never worked under a woman, expecting the 
working environment would change somehow. The expected images of female supervisors by 
men are soft, nicer and sensible (f.g.d.1). On the other hand, women's expectations of having 
female supervisors are more concrete. They expect those female supervisors to understand 
women's specific working problems and moreover, women would like to see their future role 
models among them. 
The number of female supervisors is still small. I would like to have a person 
who can be a model of my future. (Q. 27) 
The best supervisor for me is a respectable person as a model. In the case of 
women, she can be my ideal model or goal - not only in business but also in 
private life. (Q. 18) 
As the organisation at present (as of January, 2002) has just three female managers out of 59 
managers, and 14 female section chiefs out of 116 section chiefs, female workers are in a 
difficult situation in not having many good female career models and mentors ( cf. Table 4.1 ). 
As a logical consequence, in accordance with the claim of Hearn & Parkin (1992), female 
workers find their role models among male supervisors: 
I may have more chances to work with excellent persons if I work with men. 
(Q. 25) 
In this organisation, excellent section chiefs and managers assembled at a 
certain department [on the first floor] ... I wish I could work under persons like 
them. (intv. 20) 
In current Japanese organisations, the importance of mentors in job training is not clearly 
recognized in the organisation, and there are no words or positions with the meaning of a 
'mentor' (Akaoka et al., 2000). It is not officially recognised that mentors in Japan can have 
an important role in nurturing elites in the organisation, because informal mentoring 
relationships exist in Japanese organisation, and a mentoring system is not considered. 
Workers said, in interviews, that they really needed female models in the workplace, as many 
of the excellent models are male supervisors. However, the Chitose City Council, like other 
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Japanese organisations, does not recogmze that a mentoring system can be one of the 
important supports of employees' training. 
4.4.4 Images of the opposite gender 
Although the belief that men and women are equal but different is a prevalent theory, it masks 
structural relations of inequality by guaranteeing the sexual division of labour and differential 
gender characteristics (Ogasawara, 1998). It is not surprising that both men and women stated 
that they did not choose a person for a co-worker or a boss by his/her gender, but by 
character. However, both men and women attached images to each gender that affected work 
relationships, and so constructed organisational patterns oflabour division: 
Shigeta (M): I feel that men take a broad view of a matter. On the other hand, 
women tend to bind or cut a relationship with personal delicate matters that 
men probably may not care about. 
Ozaki (M): I think women have much more likes and dislikes than men do. 
Once women hurt each other's feelings, it will take a long time to recover 
from it ... Men forget such things. 
Shigeta (M): They talk about something only just around the corner, but also 
something that had been done before. 
Sa take (M): I feel that women are persistent. (f.g.d.l) 
There is a general belief among the public that women are short-sighted in their ideas, and 
emotional. Such stereotyped views are metamorphosed into unshakeable belief when it comes 
to the selection of a leader or a supervisor in an organisation. A male pointed out in a 
questionnaire that women were not talented enough to be bosses, because of the "lack of 
ability to make decisions from a global point of view" (Q. 14). 
Furthermore, a section chief of a personnel section, Kato (M), confessed his honest opinion 
of women, saying, "we could not leave female employees a job, because of their ability, 
enthusiasm and the absence because of maternity leave" (intv. 1 ). Women recognise how they 
are perceived by men, saying: 
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I do think the female has to work harder to be taken seriously. (intv. 3) 
Generally [we need to work] harder than male colleagues to be taken 
seriously. (intv. 2) 
Women need to work much harder than men to be acknowledged (Crampton & Mishra, 
1999). The researcher observed a scene where such men's consciousness was reproduced: 
Yamagishi (F): I heard that inspectors of ISO 14001 [the environmental 
management and audit] would ask questions to the youngest person or a 
woman in a section. 
Shinada (M): Well, I heard that the inspectors like women and they are kind to 
women. They won't ask any difficult questions to women. 
Researcher: Why? 
Case Example 
Aoyama (M): It is because they think women and young people don't have 
enough knowledge about ISO 14001, so that they may not give them 
satisfactory answers. 
Onodera (M): I think so, too. 
On that day, during my participant observation, when inspectors visited to examine our site, I 
was softly asked to take a walk in the building by a male colleague. I later heard that the other 
part-time worker was also asked to go and 'kill time' in a different section during the 
inspection. At the site of the examination meeting, Ms. Nagai (F), who worked as a team 
member of the project and also had served in the organisation for 33 years, was excluded 
from attending the project team meeting with the examiners. Instead of her, a section chief 
chose Onodera, a young male clerk who wasn't a member of the project team, to sit beside 
the consultant and to see what was happening in the meeting. Ms. Nagai and I just served tea 
and prepared for lunch for all the attendants in the meeting, including the inspectors and 
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executives of the City Council. Nagai served tea in a disinterested and cool manner and she 
seemed to have developed an understanding of the situation over the years (p.o.). 
This exclusion from what might be seen as her 'natural' role as team member, acts to position 
her as powerless, and to clarify her value in the organisation as less competent and also 
disinterested. 
4.4.5 Women's values at the office 
Traditionally, "youth conferred positive value on women in the Japanese marriage market in 
general, but it was also rated highly in the workplace" (Ogasawara, 1998, p. 57). Women are 
commonly warned that they have to find their husbands before their 26th birthday, because by 
reaching the critical age, 25, they lose the prime of womanhood, like a piece of 'old 
Christmas cake' (Ogulnick, 1998). Mumby (1998) argues that the shaping of femininity is 
complex: 
A woman constructs for herself an identity that appeals to men, and views 
herself as immune from the forms of oppression that many women 
experience ... [on the other hand] her identity is constructed by men as 
marginal and ornamental. (p. 627) 
In the office, older women are usually no longer popular with male colleagues (Ogasawara, 
1998). On the contrary, they are often treated awkwardly or excluded (Ogasawara, 1998). 
Hironaka (F), a section chief in her fifties, complained that men change their attitude to 
women depending on women's ages: 
They think only young women are valuable ... In Japan, even a bad singer is 
praised if she is just very young. I wish they would appreciate mature women. 
(f.g.d.2) 
Diane pointed out that young women in the Japanese office have special value: 
People who sit in the information desk in the lobby are always female. And 
most of the time they are very cute females. Probably, they are especially 
chosen for that ... and [they are] young, for example I see a newspaper's 
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classified advertisement here, looking for women under thirty for the job. I see 
it a lot in Japan. (intv. 3) 
Similarly, in organisations, pregnancy is perceived not only as 'organisational wastage' 
(Sheppard, 1989), but it is also devalued for being a women's attribute in the male-oriented 
organisational culture. Sheppard (1989) noted that organisations "have been prejudiced 
against pregnant women in considering them unattractive and readily firing them or keeping 
them away from work so as to be out of sight" (p. 152). At the Chitose City Council, the 
reception desk is located in the secretary section at the Mayor's Office. Yasukawa, a female 
manager made the ironic remark that: 
I have never seen a pregnant staff member as a secretary at the Mayor's 
Office. If they used a pregnant person at the reception desk of the Mayor's 
Office, maybe Chitose City will be considered as a genuine gender equity city. 
(f.g.d.2) 
As the study of Ogasawara (1998) demonstrated, young women were waited upon by their 
male colleagues because males thought that young women were likely to be prettier. Being 
pretty or cute is also considered important among women in order to survive at the office 
(Ogasawara, 1998). The expression kawaii (cute) is often used to praise women- and goods 
- as the most preferable term of admiration (Doi & Fujita, 2001 ): 
Diane: it is very much a compliment here to be called kawaii ... Cute is a word 
for children ... everyone calls everything cute, and women also want to be 
called cute. (intv. 3) 
Being cute is not only an important factor for a young woman, but also for women in any 
generation. Being 'kawaii' seemed to be a key factor in being loved by everyone at the office. 
Nagai (F), a clerk in her fifties, reported this story: 
Nagai: There was a female who retired at the age of 60 ... Many men and 
women said that 'how dare she continue to work till such an age.' 
Researcher: What do they mean? 
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Nagai: I think they meant she need not work such a long time because she has 
a husband. I think I would be paid attention like that if I work until that age ... 
There was another female who retired at the age of 60 as well. In her case, 
every body liked her, because she was cute (kawaii). (intv. 10) 
Nagai's statement also indicated that women have been strongly recommended for early 
retirement before the age of sixty; which is the official retirement age for local government 
employees, and there are not many female employees who continue working until the official 
retirement age. 
4.4.6 Subordination and 'advantage' 
Three women in this research were hesitant about having an equal working situation with 
men. Nagai (F), who has been working for 33 years, had difficulties in an orbital adjustment 
ofher career: 
I am not happy with adopting the gender equity policy. As I was not trained 
like male employees, it is very hard for me to do the same kind of jobs and to 
take the same responsibility as men. I have worked as an assistant clerk (to 
men) for a long time ... If I am requested to do a more difficult job ... maybe I 
have no way but quitting the City Council. (intv. 1 0) 
Meanwhile, young women try to take advantage of unequal treatment and unequal 
opportunities in working practice. One example is the case of Goto (F), who preferred to 
enjoy her freedom to take leave whenever she wants instead of being promoted (intv. 13). 
Another case is represented by Ito (F): 
I personally don't agree to the idea of gender equality. I think we sometimes 
get advantaged. For instance, when I go to the second party or the third party, I 
don't need to pay any money. They [men] say, 'it is OK. You, women, don't 
need to pay' ... I have an experience, that after finishing the fourth pub-crawl 
[in the same evening], the money in my purse wasn't spent at all, though they 
charged some money from the young single men. (intv. 4) 
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Two females at the managerial position strongly criticise those women: 
Hironaka (F): Females insist gender equity has problems, but females behave 
like a spoiled child. They say, 'I am a woman so it is OK not to do that much 
or something like that'. So I think not men but women make the bani.er ... 
They depend on male colleagues to do upper level jobs ... Some females think 
that it is natural to be a guest of men at meals. I hate such attitudes. (f.g.d.2) 
Yasukawa (F): Woman escape from a match. They use their gender as an 
armament. In the worst case, they will not face economical problems, because 
their husbands will support them. But, men have nowhere to escape. I saw a 
lot of cases like that. (f.g.d.2) 
Those dependent attitudes of women may be derived from one of the concepts of amae 
(desire for dependency; usually mother and child, fusion of identity) (Doi, 1972; Renshaw, 
1999). At the same time, the situation where the women cannot be promoted easily may not 
encourage women to pursue a higher level of job performance. 
4.5 Gender roles in the organisation 
4.5.1 Women at work and women at home for men 
The survey on gender equity for Chitose City Council Employees conducted by Chitose 
Women's Policy Promotion Committee in 1999 (doc. 9) indicated that 67.2% of men 
affirmed the idea that men work outside and women work at home, rearing children. In turn, 
64.8% of women replied "don't agree" to this idea. The rate was almost double that of men's 
answers. In the same survey, 59.9% of men replied that they agreed with the idea of women 
working if their jobs do not detract from housework, rearing children, her husband's work, 
and caring for elderly parents. On the other hand, 58.3% of women replied that a woman 
could work if she wants to. The result underlined the concept of men believing in strong 
conventional gender roles. Thus, women with small children or a patient to be taken care of 
in a family will have difficulties in taking full responsibility for solving those problems as 
well as pursuing careers (Kaneko, 1995). Two female managers explained their stories: 
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Yasukawa (F): My husband said that he liked to see career women. He says, 
'They are so lively. They are nice. But I don't think I would choose such a 
woman for my wife. I don't want to slurp just miso-soup for dinner at home'. 
Men think that those problems [housework, rearing children and so on] will be 
solved by their parents or hiring baby sitters, or by something which [means 
they] need not sacrifice themselves. (f.g.d.2) 
Takamori (F): I think a man is selfish and just goes his own way. So we 
needed to spend a long time and make efforts as a couple in order to get along 
and cope with those house problems ... It was hard. It is a heavy workload to 
work outside, rearing a child at the same time. (f.g.d.2) 
None of the wives of the members of the male focus group discussions have full-time jobs. 
Here are honest views (honne) of Japanese traditional men: 
Shigeta: In my house, I want my wife to see me at home when I return from 
work. And the light should be on in the room. And the room should be warm. 
Satake: Me, too. I hope my wife is at home when I am back. 
Ozaki: Me, too. (f.g.d.1) 
These men agreed to promote gender equity policies, such as improving women's working 
conditions, equal work for equal pay, or increasing the field of jobs for women, in the 
discussion; however, they did not notice that they spoke in contradictory ways at the same 
time. It is one example of a Japanese dual mind to be liberal-minded in talking about the 
general good (souron or tatemae) while hiding his own interests (kakuron or honne) 16 
(Renshow, 1999, Yoshikawa, 1986). 
Nakata (F) pointed out that Japanese society, at present, was not supportive of the two-
income couple. She claimed that, as for a couple's roles, our society functions such that a 
husband works as a full-time worker, while a housewife works as a part-time worker or stays 
16 The translation of souron and kakuron is cited from Kenkyusha Japanese English Dictionary. 
125 
at home (intv. 18). The tax exemption for dependents system protects a housewife who has 
no income or low income. However, the system also limits the income of part-time workers 
and maintains their status of 'underemployment' (Campbell & Encel, 1991), and hinders 
women from the challenges to get higher wage jobs. 
4.5.2 Tea serving (Ochakumt) as a traditional female role 
Tea serving is the task female workers detested most (Ogasawara, 1998), because it is 
nothing but reproducing 'doing gender' (Mumby, 1998; Barrick, 1999; Hatcher, 2000) or 
'doing office wife' (Pringle, 1986; Ogasawara, 1998). The 1999 survey of Chitose City 
employees regarding gender equity indicated that the employees answered that 56% of the 
tea-serving was done by women as a whole (doc. 9). In the Chitose City Council, female full-
time employees said they would no longer pour tea, but instead, female part-time workers are 
allocated to pouring tea. Yasukawa (F), a manager, claimed: 
I don't know how much female employees are seriously thinking about the 
issue of serving tea, because they refused to serve tea, but they expect part-
time workers, who are also females, to serve tea. (f.g.d.2) 
The part-time workers have to stop their clerical jobs whenever guests visit their section and 
regularly, they have to spend ten or fifteen minutes at least once or twice a day on a routine 
coffee or tea service to the staff (p.o.). Ogasawara (1998) mentioned that tea pouring was "a 
symbol of the drudgery that OLs (office ladies) must endure" (p. 40). It is the job of part-time 
workers consisting of females only. 
Case Example 
Since I, as a researcher, worked part-time m the organisation during the participant 
observation, serving tea was the very first job that I was requested to do in the office every 
morning. On the first day, Nagai, perhaps the oldest staff member in the section, who was the 
only woman out of eleven in the section, had already filled a thermos with ban-cha (Japanese 
brown tea) and another thermos with hot water. She put cups on a tray, being ready to serve 
tea for everyone. If she were not a female, she would not do such a job in consideration of the 
seniority system of the organisational culture. 
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Then I arrived at the office 10 minutes before office hours. I felt that I needed to come to the 
office much earlier, because Ms. Nagai and other part-time workers had prepared the tea 
serving already. I took her place and made green tea for everyone. She showed me a chart of 
seats and the cup for each employee. Some of them bring their own teacups and coffee cups, 
and some do not need to be served tea in the morning. I served tea to the staff saying, "good 
morning". Sometimes staff replied "thank you", but usually my words were ignored, because 
tea serving was considered just one of the routine jobs of a part-time worker. In the Japanese 
work place, full-time workers do not seem to be aware of the service, simply because such 
feedback is not needed (Ogasawara, 1998). They apparently expect their staff to serve them, 
on the job, without any words of recognition or thanks (Iwao, 1995). Ms. Nagai explained 
when to serve what kind of tea, which cups belonged to whom, and who wanted tea and who 
did not. In this section, I was asked to serve tea just once in the morning. However, a part-
time worker in the next section had to serve tea once in the morning and again in the 
afternoon. She also had to prepare coffee once in the afternoon for 15 people. Another part-
time worker on the first floor prepared coffee three times a day, so those staff could drink 
coffee whenever they wanted. 
In terms of who should serve tea, Takeda (F), a section chief, indicated definitely that: 
There is an atmosphere; if a woman is there, she is expected to serve tea ... 
Well, females occupy the hot water supply room as usual. Talking about the 
gender roles, tea serving is still women's work after all. (f.g.d.2) 
The hot water supply room is a place where women exchange information. A part-time 
worker told me, in the hot water supply room, shrugging her shoulders, what a buchoo (a 
director) said to her when she served him a cup of coffee: "The previous person served coffee 
mixed with sugar and milk for me, (why can't you?)" (p.o.). Pringle (1989a) claimed that 
"the issue of making tea and coffee mirrors and reproduces the power relationship the more 
effectively, because the issue is treated by most bosses as utterly trivial and beneath their 
notice" (p. 25). The relationships between full-time employees and female pmi-time workers 
are represented in this 'master-slave' discourse (Pringle, 1989a). 
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The traditional custom in this office shows that female workers are expected to work in the 
same manner as wives at home. Nakata, a female secretary serves her boss like his 'office 
wife': 
I serve green veggie juice to the Mayor and the Deputy Mayor once a day. I let 
him know or suggest the day to go to the barber shop, or hospital to pick up 
medicine. I check the date when he went to those places before and tell him 
that it is almost the time when his medicine will be almost gone. (intv. 18) 
Iwao (1995) observes how many Japanese "middle-aged and older men" perceive women: 
[they] know first-hand only three kinds of women: their wives, the women 
who do supportive jobs and eiTands at office, and bar hostesses ... For them, a 
woman who is an equal and respected colleague is rare. (p. 206) 
Diane describes women's attitude of acceptance as a Japanese characteristic: 
They [women] accepted it [tea servings] as just a part of the job. Maybe they 
don't like or they wish they are different, but they don't think that they are 
really changing it. In Japan, there is a whole concept of shikataganai 
(shikatagnai implies that they don't like it, they want to change it, but they 
know, with helpless feeling, that it's impossible) or gaman (endurance). It's 
sort of considered noble or erai (well done) to endure something ... I think 
Japanese use the word shikataganai too much to avoid conflict or something 
difficult. (intv. 3) 
The concept of shikatanagai perpetuates traditional organisational practice and hides social 
problems. 
4.6 Performing g,ender through language 
4.6.1 Language and hierarchy 
In Japanese organisations, horizontal and vertical human relationships such as senpai (one's 
senior), kohai (one's junior) and doki (same entrants), seniority system, (Nakane, 1974, 
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Ogasawara, 1998) and occupational positions are firstly represented in the usage of language. 
This clear classification of language bears some resemblance to the military world which is 
usually dominated by men (Matsuda, 1997). 
Koiwa (F) and Ota (F), clerks in the Child Care Section, told me in a cafeteria: 
We speak like friends when we talk to doki (same entrants), but we use polite 
forms when we speak to senpai (one's senior). (intv. 7) 
People feel relaxed when they talk with doki, and if he or she is the same gender, they appear 
to be speaking more familiarly (p.o.). 
4.6.2 Performing masculinity for women 
People know that women and men have different forms of language such as verb fmms, noun 
forms and tone of voice. The dilemma for men, in communication in the office with women 
is whether they should talk to women in the brusque manner they have usually used with men 
at work (Renshaw, 1999). Generally, men seem to change their manner when they speak to 
women (Doi & Fujita, 2001; Ogulnick, 1998). Many women in interviews and discussion told 
me that men speak more kindly to women than to men. Nakata (F) presented an example of 
how men speak differently to women: 
I think men are kinder than women are. Some men say, 'sorry to bother you', 
before asking some task, but he may not say so when it comes to asking 
something of men. (intv. 18) 
Takamori, a female manager, added: 
I feel that male colleagues are more considerate. They speak to me much 
softer and kinder. (f.g.d.2) 
Why do men speak more kindly to women? How do men speak to men? During participant 
observation, the range of emotions from anger to politeness could be observed between men. 
For example, Mr. Tanabe, a clerk and, Mimami (M), a section chief, quanelled on the 
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preparation or understanding of the ISO 14001 inspection. They argued with each other in 
loud voices. And I heard Tanabe said, "I am sony" to the section chief. 
By contrast, men may hardly ever quarrel with women in the work place. Some of the 
possible reasons could be picked up from the data. One of them is that men do not recognise 
women as their equal co-workers. Ito (F), a clerk, reported a man's honest opinion that she 
had heard using nommunication (communication over drinking)Y 
Men speak to women much more kindly than they speak to men. I think that I 
am spoiled [by men]. They don't scold me. At a nomi-kai (a drinking party), I 
was told by my male boss that I was not reprimanded severely, like men, 
because I am a woman. (intv. 4) 
If female employees describe such male attitudes as 'kindness', it is kindness that is only 
expressed to women to take the role of protecting them (Doi & Fujita, 2001). No women in 
the study suggested that treating woman more nicely than men is a form of discrimination. In 
short, there was no understanding among female employees that these tender attitudes of men 
derived from a reverse concept of superordinate power. The answers of men and women in 
this research showed that the idea of male superiority over women is still widey held and 
justified in this public sector organisation. 
4.6.3 Women's language in the office 
The research pinpoints some features of women's language that influenced their creation of 
an image of "women lack elements/qualities to be a boss" (Q. 20). Sasaki, a female section 
chief indicated that, generally, women supervisors are not good at giving clear instructions to 
subordinates, and the woman's ambiguous expression is an inappropriate feature of a leader 
(intv. 20). 
Nakamura (2001) indicated two reasons why women's language IS thought not to be 
persuasive or instructive, quoting Lakof. Those reasons are: 
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(1) women are 'others' and 'those in non-power'; (2) women are disciplined 
that self-assertion is not a good thing to do, as a lady and a woman; (3) the 
nonn of 'woman-like language' is not conclusive, not confident, [and 
ambiguous]. However, such unconfident attitudes result in making a women's 
image of a non-independent person. (pp. 17-18) 
One respondent, who noticed such power relationships expressed in language, prefened to 
use more neutral forms, which Renshaw (1999) indicated as the tendency of business 
language used by female executives in Japan. Nomura (F) said that she prefened neither to 
see nor use women's language and woman-like behaviours in the office: 
I don't feel comfortable when I see female colleagues who talk and act like 
women ... I also think that a female manager seems not to be confident enough 
to give instructions ... She tends to speak more ambiguously compared with 
men. (intv. 19) 
Using neutral forms of language in order to 'blend-in' to male-dominated organisational 
norms seems to be a measure that women are willing to compromise on, to solve the 
disadvantages of powerless women's language. 
4.6.4 'Nommunication' (communication over drinking) after work 
It is commonly said that Japanese history is made in Akasaka, as Japanese statesmen often 
have political meetings over drinking and eating at a deluxe Japanese style restaurant in 
Akasaka, Tokyo. So, in the case of the Japanese local organisation, it still seems to be very 
important for organisational employees to have communication over drinking after office 
work. Two female managers suggested unanimously, "Well, we consider nommunication 
impm1ant, you know. The information collected there is so useful" ... "Nommunication is so 
useful. People show their true colours" (f.g.d.2). 
17 The expression 'nommunication' seems to be a dialect in this organisation, or to be used among some people 
in Chitose City. 
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Takeda (F), a section chief, told of her good experience in which nommunication enabled her 
to shift work relationships back to nmmal in the office: 
There was a senior woman whom I didn't like very much [in the office]. I had 
a chance to talk with her during the party ... I found a new aspect of her and 
my impression about her was changed. I came to like her. (f.g.d.2) 
A general observation is that a person who do not want to drink with colleagues may miss 
key opportunities to correct and/or mend relationships: 
Takamori (F): We sometimes discover new aspects of a person during 'after 
office hours' activities. People who don't drink can't make a new discovery. 
(f.g.d.2) 
Yamagishi (F): If we can have a good time at the party with each other, we 
may feel easier to talk much friendlier in the office on the next day. (f.g.d.2) 
Koiwa (F): We try not to speak with others while working, especially with a 
person whom we don't like so much. We speak in a casual way or chat when 
we go drinking. 'Nommunication' is very good. (intv. 7) 
This interesting word, 'nommunication', is a newly-coined expression- combining 'nomu' 
(drink) and 'communication' - used by Koiwa, and used more generally as a slang 
expression of Hokkaido residents in conversation, expressing the peculiar relationship that 
exists in Japan between drinking and open communication. Through nommunication, they 
share inside stories or secret matters that seem to be important, but cannot be talked about 
openly in the office. Goto (F) suggested what females talk about at Nomi-kai (a drinking 
party): 
We have "Onnano-kai" (the women's association) in the City Council. When 
they meet, they talk things like ... a female colleague who has not been 
promoted to section chief although she is old enough to be promoted and other 
rumours. (intv. 13) 
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Case Example 
The nommunication that I observed, during participant observation, was on the last day of my 
contract. The party expenses of the ladies (Ms. Nagai and I) were supposed to be paid by the 
section chief. He told me, "we have a strange custom that ladies need not pay. So, don't 
worry". Bucho (the director), who was cheerful and liked jokes, led the conversation most of 
the time. He talked about secret methods he had successfully used to gain the cooperation of 
four major competitive Japanese beer breweries as sponsors of the annual beer festival, and 
other secret stories about things that had happened during the organisation staff tour in 
Thailand. Most of the attendants showed interest in his stories. They laughed at his jokes, and 
gave responses by asking some questions or expressing agreement (p.o.). 
Why can Japanese not be relaxed or speak frankly without the influence of alcohol? In other 
words, why can Japanese not speak frankly what they think at the office? The word bureikou 
(a free and easy party over drinking where any rudeness may be allowed) provides a clue 
about this behaviour. There is a common understanding that rude behaviours, during a 
drinking party, may be forgiven. Another possible reason may be that the custom of 
discussion is not developed in Japanese society, because people think it is not good to argue 
or confront others in public. 
The information exchanged and the smooth relationships facilitated by nommunication reflect 
the business relationships in the office. Once again, the close relationship between privacy 
and the office in Japanese society is clear. Basically, such a drinking party with people in the 
organisation is one of the business activities in Japanese society. However, female workers 
who cannot join after work activities because of family matters may have intangible 
disadvantages. Miller (1999) pointed out the idea that: 
[that] women experience limited access to or exclusion from informal 
communication networks is critical, due to the widespread importance of 
informal communication networks in such process as socialisation, decision 
making and conflict management. (p. 242) 
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At a party, the alcohol helps, not only to communicate with others smoothly, but also because 
the party becomes a scene to reproduce traditional gender roles, as some clerks observed: 
Diane: The people who pour the drinks and the people who called the waitress 
are the females mostly. 'Oh, bucho (a director) needs another cup, or if you 
want an onigiri (a rice ball) I will order it' ... Most of them accept to do it. 
(intv. 3) 
During interviews, the researcher collected some women's stories, which said that they pour 
sake for males during a party; sometimes they even serve dishes from a pot to males' plates 
(intv. 4, 11, 12), as Japanese submissive and devoted wives are expected to do at home. 
4.6.5 Communication at the office 
Japanese are relaxed and their smooth communication is facilitated through 'nommunication'. 
On the other hand, they hardly exchange ideas in the office. This reflects Brannen & Wilen's 
(1993) assertions that there is a clear difference between formal and informal communication 
in the Japanese workplace (see Chapter 2, 2.7.4.). Akita, a male clerk, replied in an interview: 
I think there is little communication between colleagues in this workplace ... 
We scarcely talk with each other during work. (intv. 6) 
Sasaki, a female section chief complained about her staff as follows: 
I sometimes don't know if they really understand what I instructed, because I 
have little conversation with the clerks. I don't know what they are thinking 
about. .. I think we have little conversation in this organisation. (intv. 20) 
In spite of those opinions, the result of the questionnaire showed that 84% of women and 
93% of men often consult with their supervisors. A male clerk said that the word of hou ren 
sou [a combination of three words of houkoku (reporting), renraku (notifying), and soudan 
(consulting) is a pun with the meaning of 'spinach (hourensou)' in Japanese] is the principle 
of the communicative relationship between a boss and his /her staff in a Japanese 
organisation (Q. 10; intv. 23). However, I observed that those means of communication of 
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hou ren sou with supervisors are mostly done by using forms of documents, through the use 
of drafts and reports. 
Little verbal communication in the office is one of the characteristics in this organisation 
(intv. 4, 6, 20; and f.g.d.l). Nevertheless, nobody during the research pointed out that there is 
a problem with communication strategies in the office. Rather, they seek strategies for 
communication in the 'after work' activities, such as nommunication. Sugimoto, a male 
section chief commented, in a focus group discussion, that they make decisions without 
having a discussion in business: 
I have never participated in a discussion like this. I think that we need 
opportunities to have discussions like this when we decide something. We just 
make decisions in the stream of deskwork. In this sense, discussion like this 
will give us some new hints when we make our decision. (f.g.d.l) 
4. 7 Implementation of the gender equity policy in Chitose City 
This section presents the overview, social background, communication strategy and the 
baniers to the implementation of gender equity policy and practice conducted by the 
Women' s Policy Division of the Chitose Public Sector. The findings were also used to 
elucidate the perception and experiences of city employees under the implementation of the 
gender equity policies and to measure the awareness of city employees concerning the 
meaning of gender equity. 
4.7.1 Background 
Under the umbrella of the macro current of gender equity policy in Japan, the City of Chitose 
established 'The Women's Plan in Chitose' in March, 1998. The plan proposed that both men 
and women need to participate equally in constructing the society, and this plan is drawn up, 
not only for a better way of living for women, but also that of men (doc. 7, Chitose City). In 
drawing up the plan, the Chitose City mentioned, in a brochure published by the Hokkaido 
Prefectural Government, that they refeiTed to the suggestion of the Committee of the 
Women's Plan in Chitose and the opinions in a questionnaire to the Chitose citizens ( doc.l4, 
Hokkaido government). The Women and Juvenile Division at that time, 1998, supervised the 
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implementation of the plan, and it organized some committees for the implementation, such 
as the Gender Equity Promotion Committee18 (GEPC) with several members of the public, 
and the Chitose Women's Policy Promotion Committee (CWPPC) consisting of associate 
directors of the City Council. However, those committees were in name only. All members of 
the CWPPC were male associate directors (doc. 7, Chitose City). Besides, those committee 
members did not cooperate in holding meetings (f.g.d.2). Hironaka (F), who served as a 
section chief in the Women and Juvenile Division at that time, confessed how the managerial 
people in the organisation made light of the gender equity policy: 
[On t]he previous CWPPC, many people were absent from the meetings. Such 
attitudes proved their lack of awareness. (f.g.d.2) 
Even though the CWPPC was not functional, the researcher rarely sought opinions from a 
member of the committee. However, Saito (F), a manager in the Women's Policy Division, 
visited me during my participant observation, and subtly suggested to me that it was not a 
good idea to interview a member of the committee, saying: 
I examined the minutes ofthe Women's Policy Promotion Committee, I found 
that there was no opinion written. In every meeting, the Secretariat [the 
Women's Policy Division or ex-the Women and Juvenile Division] read the 
report and the agenda to confirm what the secretariat did in the name of the 
committee. That was all. So, if you interview the Deputy Director ... he can't 
say anything as a member of the committee. The committee did not and does 
not work. It is not such a level [that you expected]. (intv. 2) 
One of the reasons for lack of awareness of the importance of the gender issues may be that 
limited discussion was held in the meetings, as Saito (F) pointed out. There are two 
significant cultural aspects of the way communication works in Japan. They have a 
significant impact on practice. Firstly, Japanese people adopt a unique form when they hold a 
18 The researcher served as a member of the committee from 1999 to 2000. Meetings were held three times in 
two years, though, in the beginning, it was planned for three times each year. 
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meeting: a meeting without a discussion, which is called an iginashi (no objection)19 meeting 
(Koyama, 2000). Sometimes, the secretariat asks one of the participants prior to the meeting 
to say, "no objection", to close the meeting smoothly. The attitude to speak one's opinion 
clearly or to speak out against others' opinions is not welcomed in Japanese society, where 
keeping harmony with others is more important than individual opinion, especially when the 
idea is very new or outstanding. As the Japanese proverb derukuiwa utareru (stand out from 
the crowd and you just invite trouble for yourself)20 implies, being outstanding is not 
welcomed in Japanese society. 
4.7.2 Biological and sociological difference 
Not many Japanese understand the western meaning of 'gender', gender segregation, and 
difference that is socially and culturally shaped, but not necessarily biologically. It is not, 
therefore, surprising that some employees have never heard of the word of gender (intv. 1; 
f.g.d.l). It may be a challenge and a new trial for those Japanese to explore this sociological 
concept. The following comments demonstrate typical examples of conventional thinking. 
Shigeta (M) argues the way of realising gender equity as follows: 
We have conventional relationships between men and women, based on the 
concept, of otoko-rashiku, onna-rashiku (like a man, like a woman). This is 
the way men and women co-exist ... We have been and will be getting along 
with each other, just naturally, being like a man and like a woman ... both in 
the workplace and at home. 
Fukazawa (M): I agree with you. (f.g.d.l) 
19 Koyama (2000), a professor of Sapporo Kokusai University in Japan, made a submission to the Board of 
Education in Hokkaido suggesting that the meetings of the Board of Education should be more active and 
positive, not accepting silence by saying 'no-objection' after hearing the proposal from the secretariat. ( doc.l3 ). 
In this connection, according to a survey in 2002 by the Ministry of Education and Science, the average age of 
the members of a board of education in Japan is sixty two years old. As for the number of female committee 
members, Chitose City followed the recommendation of the Hokkaido government to increase the female 
members by 30% of the whole membership. I personally served as a member of the Committee of the Board of 
Education in Chitose for two years, as a representative of citizens, from Aprill999 to March 2001. 
20 A Japanese newspaper, Yomiuri Shinbun, May 15, 2002, reported that "Japanese Ambassador Anami, 
stationed in China, is a type of person who tells things clearly and defmitely, so his attitude was considered as 
insolent". 
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In a special report in Koho (the monthly public newsletter of the City) issued in August, 
2001, a male citizen wrote in an article that: 
I have an idea of 'men should be strong,' and 'women should be kind'. I hope 
my sons will learn it from a strong father. I think there is a way to cooperate 
with each other and respect the idea of 'like a man and like a woman', derived 
from Japanese education and history. (doc. 11) 
This article was carried in Koho as the opinion of a male representative of Chitose citizenry. 
No comments emerged as a response to this. This may be how men and women in Chitose 
choose to maintain their relationships. 
4. 7.3 The goals of gender equity implementation 
Saito (F), a manager in the Women's Policy Division, set the first p1iority in implementing 
the gender equity policy as the enlightenment of staff about the concept of gender equality. 
She insisted on the strong need for enlightenment (intv. 2). However, this is challenging, 
because Saito (F) suggested that people generally do not see these issues as their problem. In 
other words, they are happy to allow the Woman's Policy division to manage the issues. 
Although this manager set a goal of gender equity for both men and women, the title of the 
division used the word 'women' not 'gender'. This expression implies the attitude of the 
organisation in treating this issue, as Saito said, as though gender problems were a women's 
issue. Actually, some men pointed out that the gender equity policy has been argued only for 
women and by women. Shigeta (M), a section chief, showed his aversion to the way gender 
enlightenment activities were carried out: 
I have participated in some meetings of women's groups and forums on 
gender issues. I felt that they just talked about women, women and women ... 
Men will not participate in a forum where just they insist on women, women 
and women. (f.g.d.l) 
Sugimoto, another male section chief, commented on the movement and activities of the 
women's group: 
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If they take a stance of men versus women or women versus men, such an 
attitude does not work [for developing gender equity]. It should rather be 
something like 'let's do it together'. (f.g.d.l) 
The Women's Policy Division holds two seminars a year: one is for new employees and the 
other is for new section chiefs. The employees who have not been promoted to the level of 
section chief therefore have no opportunity to be exposed to ideas about gender issues (intv. 
2). In this situation, how do employees experience the influence of the gender equity policy 
in the organisation? All respondents gave negative answers to questions about the 
effectiveness ofthe policy in the organisation. 
Satake (M), a male manager said that: 
The number of female managers increased after the implementation of EEOL. 
It is not a tendency that happened only in Chitose City but also in other cities. 
(f.g.d.l) 
This implies that an influence more general other than just the Chitose City policy has 
contributed to the change. Sugimoto (M), a section chief, said that: 
I personally have never felt any influences of the implementation of gender 
equity policy. (f.g.d.l) 
Nomura (F) also denied the concrete influence of the Plan: 
The Women's Plan in Chitose? Yes, I know of it, but most of the employees 
including me, don't know about the content of the plan. I think, therefore, 
there is no influence from the plan. The working environment has been 
changing because of the national policy. (intv. 19) 
Two male and one female respondents to the feedback summary wrote that most of the 
employees did not recognise nor pay attention to gender equity policy in the organisation, and 
that gender equity policy was not important. 
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Hironaka (F), who was a section chief in the Woman and Juvenile Section when the Women's 
Plan in Chitose was issued in 2000, replied to the question, "How does the Chitose Woman's 
plan influence your workplace?": 
No influence at all. Employees do not have such consciousness. It does not 
mean that we are in a gender equal society, but they [men] do not pay attention 
to these issues. (f.g.d.2) 
It was surprising to hear about the ineffectiveness of the Chitose plan from a person who had 
been in charge of its implementation since its establishment. From the statement by Hironaka, 
we can infer her inclination to give up its implementation. 
4.7.4 The counselling system 
The Personnel Section established the counselling system, consisting of three staff, to deal 
with various problems, including sexual harassment. The staff involved are a section chief of 
the in-house Welfare Section, a public health nurse, and a section chief of the Personnel 
Section. In general, the nurse hears the problems of the employees, such as mental problems 
or gender problems. Kato, from the Personnel Section, said that there had been no case of 
sexual harassment picked up so far, but he later added that there was a case that included a 
factor of sexual harassment. He emphasised that there was no complaint about promotion or 
working conditions at this time (intv. 1). 
Ninety-two per cent of females and 73% of males in the questionnaires answered that they 
knew about the existence of the counselling system. However, to a question: "Are you willing 
to go and consult the personnel section?", 78% of females and 66% of males in the 
questionnaire answered that they would not consult the personnel section, or that they are 
unsure if they will use the system. The reasons females gave are: 
I will hesitate to do so, because staff are also my colleagues. (Q. 16) 
It is absolutely impossible and unthinkable to consult with them. The Chitose 
City Council is such a small organisation that individual confidential matters 
will not be kept secret... If the staff are specialists from a different 
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organisation, the system may be able to function, but the staff at present are 
also city employees. (Q. 28) 
Males showed contrasting reasons for their negative response to the use of the system: 
I am a man and I can't imagine what sexual harassment is like at this moment. 
(Q. 11) 
I don't know, because I have never experienced [sexual harassment]. (Q. 6) 
Sasaki (F), a section chief aged 42, with 17 years service in the office, offered detailed 
reasons: 
I don't think I would go and consult with them, because the working 
environments and job becomes more and more complicated. And in order to 
cope with such problems, the counsellors should be specialists. Otherwise, I 
don't rely on them. (intv. 20) 
Sasaki continued to tell a story ofher colleagues: 
I know a person who went to the counselling section to consult about the 
working environment. If we go to the Personnel Section to consult about a 
problem, the problem will be bigger, and the relation between the person and 
me will not be getting along well. After all, in that case, she (who consulted) 
quit the City Council. I don't think I can trust the system, because I saw an 
example of the result. (intv. 20) 
What are the implications of these comments? One possible explanation for these responses 
is in the unique Japanese ways to ensure smooth socialisation. The Japanese pattern has been 
to avoid conflict with others (Barnlund, 1989), and behave as if there is no problem. This is 
sometimes called kotonakareshugi (a belief in or the practice of resisting or refusing to accept 
change or recognising problems). This strategy is embedded in individual Japanese and in 
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organisations at all levels. This kotonakareshugi limits awareness of social problems, 
including gender issues, in Japanese society?1 
4.7.5 Sexual harassment, communication, and humour 
The tetm 'sexual harassment' came into the English language around 1976 (Pringle, 1989b). 
When the Basic Law of the Gender Equality Policy in Japan was amended in 1999, the then-
named Women and Juvenile Section distributed a brochure regarding sexual harassment to all 
the sections of the City Council. Three months later, they distributed a manual aimed at 
preventing sexual harassment. No measures have been taken in the four years since then 
(intv. 1). Ozaki (M), a manager, suggested that everybody has already forgotten about the 
notice after four years (f.g.d.l ). However, Satake said that he was aware of the issue of sexual 
harassment at that time: 
I understand the boundaries of harassment. So when I go out for drinking, I try 
not to talk too much. But once I got drunk, I can't remember what I did or 
said. Something like, "did I say such a thing last night?". (f.g.d.l) 
Shigeta (M) criticised the tendency that, by picking up the issue of the sexual harassment, 
smooth communication between men and women is hindered: 
If anything that she felt so could be sexual harassment, I think it alienates the 
communication between men and women. Their responses are very extreme. I 
can not say even a joke. (f.g.d.l) 
Satake (M), a manager also expressed his demands to presume on women's acceptance: 
21 This tendency can be seen, not only in a small local public sector, but also in the national government. Some 
authorities and an 'old boy' of the Ministry of Foreign Affairs, pointed out that such organizational practice of 
kotonakaresyugi caused various problems of corruption of government officials in the Ministry ofF oreign 
Affairs. One such problem was the series of scandals involving Muneo Suzuki, a member of the House of 
Representatives, or the North Korea asylum seekers. " ... the kotonakareshugi (Japanese desire to avoid friction 
as much as possible) exists as a background to the lack of crisis control of the Ministry of Foreign Affairs" 
(Yomiuri Newspaper, May 23, 2002). 
142 
Comparing clerks at the office with nurses at the (municipal) hospital, clerks 
do not accept a joke as a joke, while nurses accept it. .. I enjoy a conversation 
with them ... Sometimes I feel embarrassed with their jokes. 
Shigata: I want to be transferred to the hospital! (f.g.d.1) 
Not only men, but a female manager, Taka:rnori, stated the same idea: 
It depends on how generous the person is, whether the behaviour can be called 
sexual harassment or not. Sometimes I am told that I did a sexual harassment 
as a joke. (f.g.d.2) 
These interpretations of sexual harassment and jokes reflect the idea that the issue of sexual 
harassment is "often dismissed either as trivial and isolated or as universal 'natural' 
behaviour" (Pringle, 1989b, p. 164). I observed the following behaviour of a male clerk in the 
section where I worked; it seemed to be a daily working practice of the organisation. 
Case Example 
Three of the men in the office use actresses' pictures for screen savers on their computers. 
Aoya:rna (M), having a desk next to me, downloaded pictures of girls wearing bikinis and 
some of the girls in the pictures tried to take off their clothes. He sometimes repeated, "I can't 
work because of these pictures". Shinada (M), a section chief, looked at the screen saver and 
said, "you are sitting at a good place. No one will notice it" (p.o.). 
As a female employee, exposed to these pictures and conversations, I was expected to accept 
this, if I was to be seen as mature and reasonable. 
4.8 Communication strategies and barriers to implementing gender equity 
Two managers and a section chief indicated that the pressures and the flow of communication 
from other organisations support and encourage the implementation of the gender equity 
policies in the organisation, while the obstacles to the implementation lie within the 
organisation. 
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4.8.1 Shaping gender policy 
External pressure (gaiatsu) is a very effective supporter in implementing the policies for the 
Women's Policy Division. Takeda (F), a section chief of the division, stated the influence of 
the City Assembly as follows: 
We plan to organize study programs on gender equity for managerial 
employees in the City Council, because a female member of the City 
Assembly asked about the gender equity policy in the organisation in the 
regular meeting of the City Assembly. Her question helped enhance the 
significance of the existence of the Women's Policy Division to be distinctive 
in the organisation. (intv. 5) 
Takeda mentioned that the divisions could openly implement the policies in this male 
dominated organisation, based on the authoritative assurance of the City Assembly. In an 
interview, Saito (F), a manager of the Women's Policy Division, said that the Pers01mel 
Section should undertake gender equity policy within the organisation, but not her division. 
However, gender equity strategy in the organisation was undertaken by the division when the 
members of the City Assembly focused on their in-house activities; that is, the relationship 
between the city administration and the City Assembly. The City Assembly is the central 
lever of change. Saito (F), the manager, supported the argument about the influence of the 
City Assembly, also citing the case ofher promotion: 
The way of promoting female employees for higher position has changed after 
female members of the City Assembly asked questions on the situation of the 
promotion of the female employees. Maybe the City's answer (to them) 
resulted in my promotion to manager. (intv. 2) 
She continued that her promotion was a superficial performance by the City Council, 
providing a good external image. She implied that organisational reformation regarding 
gender issues was not real, because it is not developed from inside the organisation, but 
results from external pressures: 
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I understand that this rotation is male's logic in order to show the other cities 
that the Women's Policy Division was established in Chitose City, and 
everything will be all right if they situate a female manager and a female 
section chief in that division. I guess that they want to suggest that Chitose 
City is ahead of other cities. (intv. 2) 
Yasukawa, another female manager, provided a similar example: 
We increase the percentage of females, since we are told to do so by others 
[national government or prefectural government, or other groups] ... That is 
the level where we are dealing with this kind of problem. And if a female 
became a manager; they say "Wow!" ... In the case of males, it is taken for 
granted that everyone can be a section chief at a certain age. (f.g.d.2) 
4.8.2 Assessing success 
Generally, the public administrative organisations in Japan do not have an assessment system 
for the progress or achievement of their policies and projects. This situation caused waste of 
time and effort in implementing projects for the Women's Policy Division (intv. 2). The 
Ministry of General Affairs reported that only 150 cities and villages all over Japan have such 
assessment systems ( doc.1 0, Chitose Minpo, 2002). The City of Chitose is not one of them. 
Chitose started to assess its achievements, within a limit of the model projects, at the end of 
2001. However, it was not an assessment conducted by an independent organisation, but by 
an in-house assessment team, consisting of the members of the section in charge of the 
project. The local newspaper, Chitose Minpo (January 14, 2002), argues that it is quite 
problematic that the city is able to assess its own projects ( doc.11 ). A manager in the 
Women's Policy Division, Saito (F), also criticised this situation: 
Lack of assessment is not a problem of our division but a problem of every 
section in the City Council... Since we don't have a standardised assessment 
system, we make mmecessary mistakes repeatedly. (intv. 2) 
Saito complained that no one comprehended the present circumstances of the achievements 
of the implementation of the gender equity policy. Nevertheless, the city insisted that it was 
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time to establish the Women's Policy Division (WPD), separate from the Women and 
Juvenile Division, because of five years' fundamental achievements. Saito complained that 
nobody analysed or assessed 'the fundamental achievements' during those five years (intv. 
2). Because of the lack of communication between the previous division and the present 
division, the WPD might waste time and expend unnecessary effort in order to adopt an 
effective communication strategy to achieve their goal. The manager indicated that the same 
things might happen everywhere in the organisation (intv. 2). 
4.9 Impediments and opportunities 
Members of the focus group discussions, especially men, argued that if society does not 
change, men could not support their female partners who hoped to continue to work. Will 
society change? Or will the regulatory environment change people? Male employees 
exchanged heated ideas in one focus group discussion: 
Ozaki: We need to change men's society, our working system. Otherwise, we 
cannot assist women. Our working environment is still men's society that 
remains a trace of the economic high growth period that men worked even 
until midnight, weekend or a holiday. 
Sasaki: ... It is true ... but we need to change our society so that we can enjoy 
time and space in our lives. 
Shigeta: I wish I could enjoy time 'after five' as my own time by going to 
school to learn something or going out with my family ... Japanese men and 
Japanese society don't allow us to do that. (f.g.d.l) 
Women also insisted that if the social welfare system does not improve to support working 
women, and if the tax system does not change, a great number of working women will still 
face severe working and living conditions to maintain a balance between their careers and 
private lives with their family (f.g.d.2). Yasukawa (F) told me cynically: 
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I hope we will have a society where people in a top position of Japanese 
society should take maternity leave, fair and square, like Prime Minister Blair 
in U.K. (f.g.d.2) 
Tanaka (F) commented at the end of the focus group discussion: 
I think Japan is a good country, but I wonder if it is really rich. We can take 
just 4-day summer holidays ... We don't have a basic social structure that both 
men and women can continue to work even after having children. (f.g.d.2) 
The change in the social system may improve gender equity; it does not mean, however, that 
the change of social system will eliminate gender-based discrimination. Nobody in the 
discussions suggested that such discrimination is embedded in individual concepts and 
behaviour. 
4.10 Conclusion 
At the end of the millennium, significant economise collapse in Japan has affected patterns of 
work and even influenced the understanding of the value of life. Big private companies, with 
around 100-year histories such as the Hokkaido Takushoku Bank and the Yamaichi Securities 
Co., became bankrupt one after another due to the influence of the economic crisis after the 
'bubble collapse' in Japan in the 1990s. The economic collapse has changed the people's 
sense of values of life. People used to believe that entering a famous university and a famous 
and big company was a ladder of happiness that would promise him or her a rich and stable 
life (Herbig, 1995b) in 'the competitive educational system and the academic achievement-
oriented Japanese society' (Iwao, 1995, p. 139). Many people asked themselves about the 
meanings of the value of life, and they tended to seek happiness in their individual private 
life. 
Chapter Four described and analysed the perceptions and experiences of men to men, women 
to women, men to women, and vice versa at their workplace in the local public sector in 
Japan. The research elaborated the playing out of gender. The analysis was categorised into 
two parts. In the first half, the voices of males and females revealed intangible factors such as 
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cultural conceptions and traditional norms, that strongly influenced the organisational 
stmcture, the relationships, and communication practices operating in the daily working life 
of Chitose City Council. 
The findings revealed gender discrimination, with barriers arising from various sources, both 
internal and external to employees, and gendered working practice masked by the superficial 
gender equality working conditions of local government employees. Some traditional 
customary laws and organisational culture shaped the practical working conditions of men 
and women in the office. The dual labour system of two workplace scenarios for workers 
perpetuated gender roles of women and conventional gender theory and practice were mostly 
accepted as natural matters. In such circumstances, some members of newer generations 
indicated their awareness ofbreakthrough ideas to create a gender-free society. 
The second part of the chapter described employees' experiences, understandings, and 
feelings of confusion, acceptance and hidden friction during the implementation of the gender 
equity policy. The fmdings highlighted a Japanese weakness, that social change is often 
brought about by external pressures (gaiatsu). This study also exposed the Japanese dual 
stmcture regarding implementation of policies: the gap between general good (souron) and 
private interest (kakuron). Constmcting a form without practical content made the 
implementation of gender equity policies just superficial. The concept and measures for 
distributing 'equity' were not fully discussed and recognised for the realisation of a gender 
equal working environment. 
This chapter developed an argument about gender gaps and dilemmas derived from 
perceptions of gender at work and the experiences of male and female employees of a local 
government in Japan. The local government is in the process of transforming the working 
environment under the gender equity policy. Rich empirical evidence is presented and 
demonstrates that there are significant communication barriers that limit the success of the 
implementation of gender equity policy in this Japanese organisation and that such barriers 
are likely to similarly affect other public sector organisations. 
Chapter Five will present the conclusions of this thesis. The findings in this chapter will be 
summarised and further argued, based on the theoretical framework. 
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Chapter Five: Communicating Gender Equity- Female and Male 
Perspectives 
5.1 Introduction 
This fmal chapter, as a conclusion, sets out a summary of some important themes raised in 
the findings in this thesis, which derived from multiple data collection, mostly first hand, 
describing the work place in local government, Hokkaido, Japan. The theoretical frameworks 
outlined in the previous chapters are used as the underpinning of the structure of this 
concluding chapter. 
This chapter draws together the conclusions generated fi·om the data to argue that changes 
and dilemmas of perception, and the experiences of male and female employees in a public 
sector organisation (experiencing workplace changes under the gender equity policy) hinder 
the implementation of equal opportunities for women and men. The communication barriers 
and communication strategies in implementing the gender equity policy in this Japanese 
organisation are also discussed. 
The chapter presents the issues through answering the research questions. New issues and 
themes emerged during the process of the analysis; some of which were unanticipated before 
this research started and have not been identified by other researchers. Some implications and 
suggestions are provided so that promotion of gender equity in Japanese working 
environments may be further facilitated. 
5.2 Gender equity policy and women's dilemma 
Throughout history and all over the world, women have been fighting against gender-based 
discrimination to gain human rights and live as dignified individuals (Watkins, 1999). 
Japanese gender equity policies have been implemented, aiming at the achievement of 
equality between women and men (Prime Minister's Office, 1998). However, during the 
research, I met some women who did not support gender equity policies, and instead objected 
to them. This finding was unexpected. One of these women prefened to enjoy her freedom 
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rather than being involved in men's working systems (promotions and taking heavy burdens 
and responsibility). Another employee showed her ambivalence. When she was a guest of 
men at meals, and when she was not reprimanded severely like men, she thought that it was 
still a kind of advantage, even knowing that such men's 'kind' treatment is, from its 
superficial expression, based on gender discrimination. Some women demonstrated 
difficulties in adjusting themselves to equal working conditions with men in the middle of 
their career, and thus felt uneasy at the change in the working environment influenced by the 
gender equity policy. 
The City of Chitose newsletter carried reports of 'typical opinions' for citizens, saying that 
people should lead their lives like a man or like a woman according to their gender. Those 
opinions seem to be contradictions, from the standpoint of gender equity. However, thinking 
about the Japanese desire to avoid conflict in any situation (Barnlund, 1989; Ogasawara, 
1998), it is not surprising that this contradictory point of view should result from groping for 
peaceful solutions. 
The definitive difference between the notions found in Japanese people in Chitose City 
Council and feminist and social constructionist thought in the western context, is that very 
few Japanese staff noticed that gender differences and gender roles were shaped and 
const:tucted socially. Thus, many Japanese people in the findings, who also claimed gender 
equity, were bound by the idea of the biological differences between males and females. It is 
very difficult to make people understand fully this western paradigm of equity. Therefore, 
Japanese gender equity policy has to take a harmonised (chouwa) (Moloney, 1995) shape 
when it is implemented. This tendency is shown in the amendments to the gender equity 
regulations of some big prefectures such as Chiba and Yamaguchi. According to Yomiuri 
Newspaper (September 20, 2002 and October 14, 2002), these amended regulations include a 
sentence, "without denying 'being like a woman and like a man', men and women should 
respect and recognize each [other's] attributes", an idea derived from the biological 
differences between men and women. 
The following sections summarise the findings as they correspond to the research questions. 
150 
5.3 Research Question 1: What are the cultural factors that have shaped the 
understanding of gender differences in the Japanese office? 
a) What language strategies are used to produce and maintain gender role divisions? 
5.3.1 Japanese language and social position 
The hierarchal structure of Japanese society is represented in the use of Japanese language 
strategies. A selective use of exalted terms or humble terms (Sugiura & Gillespie, 1993) 
reinforces acceptance of hierarchal society as a natural form, from early age, and such 
perceptions, expressed in verbal communication, help structure power relationships in the 
workplace. 
In the Japanese organisation, the research described women's language and men's language 
that proclaimed the masculinity and femininity of each gender and produced the power 
relationships in the workplace. Women's language was partially shaped in ways that catered 
to men's feelings of acceptance for the mam1er of 'doing gender' (Barrick, 1999). The 
expressions of women's language (Ogulnick, 1998; Renshaw, 1999) definitely give female 
managers negative images as leaders. Thus, as Renshaw (1999) indicated, in the business 
situation some active and prominent female employees did not prefer to use women's 
language or behaviour. 
However, the research found that only a few female employees were aware of and evaded the 
disadvantageous influence of women's language, and most of the female employees do not 
realise that the language strategy influences the effectiveness of business communication, 
especially when women use it in male-dominated organisations. 
While some women experienced a certain familiarity in communication patterns with those of 
the same gender, women perceived men's approach to women in the workplace as much 
kinder and preferable. Although researchers such as Fujimura-Fanselow & Kameda (1995), 
and Ogasawara (1998) indicate that such male attitudes were derived from the gender 
discrimination within men's perceptions that men are superior and women are weaker and 
should be protected, it is not surprising that those women did not comment on this. Similarly, 
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some of these men did not see such a bias as negative, because they indicated that it is 
something taken for granted and natural. 
b) What traditional or contemporary cultural perceptions shape and maintain gender role 
divisions? 
5.3.2 Cultural perceptions 
5.3.2.1 'Organisational man' and the family 
A traditional principle among Japanese is that private matters are less important than official 
matters. This justified self-sacrifice to work during the individual's private life, because of 
the frequent necessity for extended hours of work. Most of the women in the study, especially 
those who had children and could not satisfy such organisational demands, were recognised 
as unenthusiastic or unsatisfactory workforce members. Such a male norm, that excellent 
businessmen arose from male workers, was supported by the majority of both men and 
women. Although the City of Chitose had just started taking measures for reducing the 
extended hours of work, the basic cause of overwork - that this study established through 
the questionnaire - was the heavy workload. This issue is currently given little focus in the 
equity issues. 
As Ogasawara (1998) and Muramatsu (1998) described, many of the respondents were 
deeply involved in the inhuman working mechanism as 'organisational men'. However, the 
research elucidated some psychological aspects hidden in the 'organisational man' 
phenomenon that some young male and female employees complained that they sacrifice 
their private time for the organisation. They further complained that neither men nor women 
could work together with a good balance of private life and work-life, unless social customs 
and the system changed. Those male and female employees questioned whether the 
organisation could handle the heavy workload. Furthermore, so long as people are obsessed 
with gender role perceptions, men are still- and will continue to be expected, by both 
men and women, to "act masculine, that is, to be protective of women, to assume extensive 
responsibility, to handle physically heavy jobs, and so forth" (Iwao, 1995, p. 276). 
152 
Nevertheless, one male in this study experienced the change from a life of 'organisational 
man' to that of a more flexible pattern in the organisation. This male employee indicated that 
a clue to this change lies in the increased number of women in the section. 
5.3.2.2 Grouping -teamwork in the office 
The group consciousness of Japanese people is very strong (Herbig, 1995a; Irwin, 1996; 
Nakane, 1974). Given that solidarity aimed at accomplishing a project through teamwork is 
considered very important in Japanese offices, the research also found a new tendency among 
young employees to refuse socialisation in the organisation. Those attitudes of young people 
regarding their private life as more important, have emerged since the economic collapse in 
Japan in the 1990s (Herbig, 1995b ). However, many males and some female executives 
repmied that unsociable (tsukiaiga warui) (Yoshikawa, 1986) people were recognised as 
unreliable or irresponsible. The appearance of the term 'nommunication' in this organisation 
demonstrates the legitimacy of the practice of socialising as part of the fonnal relationship 
contributions required 'after hours'. Thus, people who could not participate in those 
activities, mainly women who had sole responsibility for family matters, and a few young 
employees, were treated as incompetent workers with unsociable behaviour, or as lacking the 
teamwork spirit. Group working and group solidarity is a strong organisational demand in 
Japan. 
5.3.2.3 Deru kui wa utareru (The stake that sticks out gets hammered in) 
Some women in the study claimed the importance of retaining the characteristics of women, 
such as gentle, soft, and cute (Ogasawara, 1998), because those characteristics, which are also 
expectations from men, are effective values for women in the office. One female manager's 
experience of being diminished and treated as impertinent was not uncommon. Some women, 
who hesitated to be prominent and to be promoted, prefen·ed to have individual freedom 
rather than the constrained male working mechanisms. Only two young females in interviews 
and the feedback from my open letter showed their intention to challenge for upper positions. 
Two males in managerial positions, in the feedback, denied the organisational climate of 
'derukuiwa-utareru '. These data demonstrated the gap between the perception of male 
executives and the experiences of female employees. 
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5.3.2.4 Culture of acceptance, or shikataganai and kotonakare-syugi 
Two other cultural factors that shape understanding of gender are the Japanese traditional 
characteristics of shirking change in a difficult situation, and avoiding conflict (Barnlund, 
1989). These traits have caused stagnation and unfairness in the local public sector. 
Kotonakareshugi (wanting to avoid friction as much as possible) resulted in the ignoring of 
various problems, including the daily gender discrimination issues. 
Firstly, although the Personnel Section knew that their counselling system did not work 
effectively, and admitted that they did not grasp the situation and perception of the 
employees, the section takes no measures and insists on having no claims of sexual 
harassment. Secondly, this concept of kotonakareshugi has also resulted in iginashi (no 
objection) meetings, without any discussion (Koyama, 2000). Thirdly, no assessment of 
achievement on compliance procedures for implementation of policies and projects in the city 
administration (doc.lO, Chitose Minpo, 2002) was carried out. Such an organisational culture, 
without checks, and a meeting without discussion, sets aside gender problems and hinders 
effective facilitation and implementation of the gender equity policy. Some people in this 
study, who noticed discrimination or unreasonable matters in the organisation, mentioned the 
word shikataganai (giving up on changing a situation with helpless feeling). This feeling of 
compromise with difficulties of kononakareshugi and shikataganai seems to be ubiquitous in 
the entire organisation. 
5.3.2.5 Overwhelming male domination and gender discrimination 
The overwhelming male domination in the Chitose City Council (see Table 4.1) basically 
contributed to making the voice and the existence of female employees just 'invisible' 
(Hatcher, 2000). This unbalanced organisational structure causes some gender bias and 
irrationality. 
Firstly, many of the men and women in this study responded that men were more excellent 
business co-workers, and could be mentors or models. Secondly, women's ability is still 
underestimated by some males and top decision-makers in the organisation. Thirdly, such 
male-dominated working environments also limited men's experience of working with 
women. Fourthly, while some male employees expected women supervisors, and also many 
154 
employees (in questionnaires) did not care about the gender of a business co-worker to bring 
a new working culture, special stress should be given to the result that 22% of women replied 
that they preferred to work with men, but none of the men or women preferred to work with 
women. 
One of the responsibilities rests with the organisation that does not have an environment to 
produce any women who appealed to the colleagues as capable business co-workers. 
5.3.2.6 Stereotyped images of men and women 
Images of women as tentative, modest, yasashii (tender, considerate, thoughtful), reflected 
the style of women's language (Ogulnick, 1998) and paralleled the findings about women 
that men in this study mentioned. Given that, a few women indicated that it was an illusion 
that only women could produce a soft and gentle atmosphere. 
Many women interviewees experienced that the working environment, from the point of 
gender equity, had improved over the last ten years. However, as a Personnel section chief 
mentioned, the male executives, who dominate decision making positions, still keep women's 
traditional images of daidokorokankaku (household) (Iwao, 1995), and do not give the same 
job opportunities to women. Furthennore, they do not feel the strong necessity for change of 
gendered environments in the workplace. This organisational climate makes the gender 
equity policies merely nominal, and the policies have not been implemented practically. 
5.3.2. 7 Traditional roles of part-time workers 
Part-time workers, who are all females, maintain traditional gender roles in the office. They 
take on the role of 'office wives' (Pringle, 1989a, 1989b) for the male and female full-time 
employees in the organisation. Some employees, in discussions and in feedback, said those 
jobs do not belong to gender but to position. However, they do not acknowledge that the 
organisation situates only women as pati-time workers. 
This dual structure, for the female employees, of part-time and full-time employees is seen in 
the career track system of the private sector, where ippan-shoku employees maintain 
conventional female jobs (like assistant) under the implementation of EEOL (Asakura, 1999; 
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Kashima, 1999). Thus, even after the introduction of EEOL or other gender equity policies, 
men's working environment in the office has not changed because there is always somebody 
to take a role as their assistant in the office, and these are always females. 
Therefore, the composition of employees and their expenences are kept conventionally 
vertical, as part-time employees' positions maintain their low status value. 
5.4 Research Question 2: What communication strategies are used by the 
Women's Policy Division of the Chitose Public Sector to implement gender 
equity principles? 
a) What are the tentative goals of the communication strategies and their implementation in 
the public sector? 
5.4.1 Tentative goals and implementation 
Despite active national gender equity policies and the external pressures exerted by world 
trends (Osawa, 2000), gender equity policies have not been paid attention in this male-
centred organisation. The Women's Policy Division found that most of the male and female 
employees thought that gender equity problems had nothing to do with them. So, the priority 
goal set up by the division was to enlighten staff about the importance of gender problems in 
light of human rights. 
b) What communication mechanisms support their implementation? 
It is not intemal pressure that drives changes in Chitose City Council. Rather, it was pressure 
from outside the organisation that became a driving force or support in implementing the 
gender equity policy in the organisation - especially pressure from female members of the 
City Assembly. Their suggestions significantly influenced decision-makers in the 
organisation in promoting female employees to managerial positions and organising new 
projects for further implementation of the gender equity policy. There is an innate 
characteristic of Japanese organisations: new things are not easily introduced without 
precedent or external pressures (gaiatsu). 
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c) What are the communication barriers to their implementation? 
5.4.2 Barriers 
5.4.2.1 lginashi (no objection) meetings 
The research for this study found that the in-house Gender Equity Promotion Committees, 
consisting of male deputy directors, were dysfunctional. The members of the committee did 
not assemble as the Women's Policy Division requested, and when meetings were held, the 
method of iginashi (no objection meeting) (Koyama, 2000) and nemawashi (getting an 
agreement) (Nakasako, 2001) before having a discussion facilitated top-down communication 
without having any objection raised aloud. This is the result of the Japanese cultural concept 
that it is polite to avoid conflicts by refraining from stating different opinions 
( kotonakares hugi). 
5.4.2.2 No assessment system 
There was no assessment system for measuring the achievement of goals for each project. 
Therefore, in spite of the fact of the dysfunction of the Gender Equity Promotion Committee, 
no one questioned the dysfunctional situation. The organisation still operates the same 
nominal committee, without any change in perspective. Holding meetings and establishing 
committees gestures toward gender equity, but has little impact on its facilitation. Such 
processes characterise this organisation, and both iginashi and the lack of measurement of 
achievement limit the organisation's ability to recognise differences of opinion, new ideas 
and varying perspectives. 
5.4.2.3 Men's resistance to gender issues 
Conventional feminist field research has not collected many male voices because feminists 
still have a tendency to conduct "research on women and by women" (Abbot and Wallace, 
1997, p. 288). This study, however, focused on some men's opinions as well as women's. 
Some men emotionally refused to be involved in gender issue activities because of their 
impression that those activities always highlight the friction between oppressive men and 
oppressed women. Some men claimed that people should solve the problems with the 
cooperation of both men and women. The attitude of male deputy directors who seemed 
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indifferent to gender issues and did not assemble for meetings is interpreted as one of their 
methods of resistance. The approach in Japan that gender issues have been only women's 
problems (Ehara et al., 1999 and Osawa, 2000) might incur such men's resistance. 
Developing the means to involve men in order to improve the male dominated society is 
certainly an important issue. 
5.5 Research Question 3: What are the employees' experiences of the gender 
equity communication strategies used by the Women's Department of the 
Chitose Public Sector to implement gender equity principles in the workplace? 
Both female and male employees said that the idea of women working after childbirth was 
becoming more acceptable among colleagues. On the other hand, the research found that 
women and men still experienced criticism when women continued working after pregnancy. 
One of the causes for those criticisms is the insufficiency of measures to cover the losses in 
the workplace by the organisation. In short, most of the employees did not believe that the 
replacement of those women on leave with a part-time worker was appropriate to cover the 
duties of a full-time employee. This is in spite of the fact that the City Council introduced a 
job-sharing system (doc.10: Chitose Minpo), which resulted in increasing the number of part-
time workers. The gap in perceptions between decision-makers and employees at the 
workplace remains as a clear lack of communication exchange in the organisation. 
a) What are the employees' perceptions of the change in working environment after the 
implementation of the gender equity policy? 
5.5.1 Changes post implementation 
5.5.1.1 The counselling system 
Almost 70% of both men and women in the questionnaires showed hesitation to use the in-
house counselling system, which consists of their colleagues who would be transferred to 
different sections every few years. Thus, the system had no reliability among employees, 
especially among women, when it came to keeping matters confidential. On the other hand, 
male employees doubted the ability of the staff to cope with problems. Those employees said 
that the counsellors and the system should consist of specialists from a third party, able to 
maintain a ce11ain distance from the employees in light of confidential and power 
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relationships, especially those concerning human resource matters such as promotions. There 
is little confidence in the counselling system and no organisational capacity to test behaviour. 
5.5.1.2 The change of working environment 
Some young female employees perceived that over the last ten years they have begun to have 
the same jobs and the same opportunities as men in the office. Those women understood that 
such a change, though it was slow, was caused by the common change in Japanese society 
influenced by the national policy. However, they did not experience special or significant 
changes after the Women's Plan in Chitose was drawn up. Most of the employees knew about 
the Women's Plan or the name of the plan, but they did not know its content or what the plan 
was about. Most of respondents unanimously opined that the plan had no effect. 
5.5.1.3 Sexual harassment 
Many men in the organisation firmly rejected the existence of sexual harassment as a serious 
matter. Some men and women thought tensions derived from sexual harassment 
consciousness would disturb smooth communication between men and women. Apparently, 
there was an organisational atmosphere that sexual harassment was not an issue for 
discussion, and that women should not make a fuss on the issue of sexual harassment. These 
ideas were supported by the counselling system analysis that there were no sexual harassment 
incidents to report. In short, these inherited ideas of what constitutes sexual harassment 
prevent the employees from attaching westem meanings of sexual harassment and thereby 
catching up with global standards for dealing with gender issues appropriately. 
5.6 Research Question 4: What are the communication mechanisms for the 
social construction of the meaning of gender awareness and diffusion of 
gender awareness in the Public Sector in Chitose? 
5.6.1 Communication mechanisms 
5.6.1.1 Souron (the general good) and kakuron (private interests) 
One identified Japanese characteristic of communication is a gap between public positions 
(souron or soto) and private interests (kakuron or uchi) (Doi, 1972; Renshaw, 1999). This 
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dual structure is also expressed as superficial mind (tatemae) and true mind (honne) 
(Yoshikawa, 1986). This logic was found in the understanding of many informants in this 
study. That is, they agreed with the gender equity policies, but many informants, especially 
men, preferred to maintain their lifestyles in their current form. Such lifestyles, encompassing 
contradictory dual structures of thinking, hindered the introduction of positive change, and 
maintained the traditional stereotyped gender roles. However, most of the informants did not 
recognise these contradictions. 
5.6.1.2 Traditional norms for men and women 
It has been argued many times that Japan has one of the strictest hierarchal structures in the 
world, where men are superior to women, and women accept it (Banzai, 1999; Isa, 2000). 
From the women's perspectives, there were a lot of female employees who accepted this and 
some were satisfied with having a subordinate situation. Although women would not be 
promoted like men without having heavy responsibility, they thought that their situation was 
rather comfortable because they could earn money with a stable position as local employees, 
and they were able to take leave as they wanted. Those women thought that there were 
'advantages' under gender inequality. 
Women tended to feel comfortable, being protected by men's power in the workplace. Such 
attitudes influenced some women to complete their tasks at a low level. Even one woman in 
her twenties thought that she should not have higher wages than her husband. In this context, 
discrimination had not come to be an issue of outright conflict. Instead, workers' concerns 
were focused on compromising conventional gender behaviours which impede their social 
relationships. This may exemplify Japanese perceptions of fairness and equity, as we 
currently see the logic of souron (general good) still taking precedence over kakuron (private 
interests) in Japanese society. Speaking in public (soto) and thinking as an individual mind 
(uchi) seems to be different (Doi, 1972). This fine balancing act, for individuals and the 
society is both skilled and problematic. It poses a serious challenge to the implementation of 
western concepts of gender equity. 
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5.6.1.3 Extended hours of work 
It was natural for city employees to do extended hours of work almost every day because of 
heavy workloads. fu this working environment, women who can not stay late for work, like 
their male colleagues, are considered as incapable co-workers. This was the primary reason 
why male respondents, in this study, did not want to work with women. Most of the 
employees did not question this working situation of having extended hours of work, because 
they believe that the situation would be shikataganai (can not be helped), and it would not be 
changed easily. Having virtually no communication strategies to exchange ideas from top 
down and vice versa, and also between males and females, might generate helpless feelings 
of cul de sacs among employees. 
5.6.1.4 Attitude to women supervisors 
As many of the employees had not experienced working under female supervisors, most of 
informants did not have concrete ideas about working with female supervisors. However, 
almost half of the men and women in interviews and discussions showed positive attitudes 
towards working under a female supervisor, with some positive expectation of change in the 
present working situation. This attitude contradicted the findings of the result of the 
questionnaires, that none of the men and women preferred to work with women. This result 
again showed one of the Japanese characteristics of dual structure of consciousness of talking 
with the superficial mind (tatemae) in public and hiding the true mind (honne) (Yoshikawa, 
1986). 
Also, some females claimed that they could not find good role models or mentors due to the 
low numbers of female supervisors. So, some women tried to find their models among men. 
However, this does not seem to be an appropriate strategy. The lack of role models or mentors 
for women, who may give wise and effective instructions to survive in male-dominated 
working environments, is a great limitation. 
Given that, there is always a pathfinder like one female manager in this study who asserted 
her continuous work to be one of the models for female employees. 
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5.6.1.5 Communication in the office and nommunication after work 
Communication over a drinking party (nommunication) is an important and mysterious 
sphere where everyone is excused for behaving freely and lowering their defences. It is also a 
place where women's roles as traditional Japanese wives are reproduced. 
As Japanese tend to control their emotions in public and calculate a distance between speaker 
and listener by selecting a particular form of Japanese language, they are gradually trained 
not to express their emotions directly. In· addition, in the organisation, the research found that 
the decision-making procedures on business were usually done on paper without discussion; 
thus, employees scarcely talked to each other in the office. They could not get used to arguing 
and exchanging different ideas in discussions. Some employees said that they could not 
understand what their colleagues or their subordinates were thinking about. Mugon no bunka 
(no word culture) (Iwao, 1995) was perpetuated in the office. 
5. 7 Principles and strategies for the organisation 
This study elucidated the detailed dissonance and gaps between the aim of the gender equity 
policy and the daily experience and understanding of employees in this Japanese 
organisation. Based on the outcomes of this research, the following principles and strategies 
were developed. 
5.7.1 Principles 
• Involving men in thinking about gender issues together with women. For this purpose, the 
exploration of ideas and opinions of not only women but also men is further needed. 
• Recognising the importance of mentors, especially for women, to train eligible workers. 
As the number of the women in managerial position is very small, the development of 
capable female personnel is urgently needed. A working environment is needed where 
women can seek a new model or be a new model with a more diversified, individualistic 
way of life that breaks free of traditional gender roles. 
162 
• Considering much greater diversity in working patterns for both men and women (Iwao, 
1995), and values. 
• Considering the cultural and organisational barriers that women face in the workplace. 
Otherwise, gender equity regulations will not be practiced. 
• Grasping the present situation of the workplace under the implementation of the gender 
equity policy such as child-rearing leave. 
• Recognising the importance of fair and clear evaluation systems in relation to employees 
and the achievement of projects. 
• Facilitating effective communication in the organisation. 
5.7.2 Strategies 
• fucreasing the opportunities for discussion to consider the issues of human rights, human 
dignity, and gender construction. 
• fucreasing opportunities to hear the voices of men and women on their daily experiences 
and inconveniences using indirect means such as e-mails or a suggestion box, or staging 
opportunities to exchange ideas such as discussions between men and women. 
• Taking measures systematically in the organisation for human development, especially for 
female employees. 
• Increasing the number of full-time female employees to improve the working 
environment where each employee, both male and female, has to respect individuals' 
private lives. A working environment where men and women will know more about each 
other is needed, and facilitating communication between men and women will be 
reflected in the city policy as a result. 
• Educating mentors and establishing a mentor system in the organisation, in order to train 
employees effectively. 
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• Hiring well-trained part-time workers, or qualified part-time workers who are eligible 
enough to 'fill in' regular employees' jobs. Thus, depending on the jobs, the working 
conditions of the part-time workers, including time and wages, should be reconsidered in 
order to improve the quality of the workers. 
• Introducing a counselling system using a neutral third party, which the employees can 
rely on to consult about their confidential matters of concern. Otherwise, problems in the 
workplace will not be made clear or solved. 
• Establishing an assessment system on projects, by using independent assessors to fairly 
evaluate the assessment and to grapple with the status quo arrangements. 
• Introducing a fair evaluation system that will assess individual employees regardless of 
gender and age for 'equal pay and equal job'. This system will help to decrease several 
problems caused by gender discrimination and the seniority system in the organisation. 
5.8 Conclusion 
It is clear that there is a big gap in Japanese society between an ideal gender equitable society 
where gender equity policies are aimed at, and the practical actions of the home and in the 
workplace. Traditional stereotyped gender images maintained and framed both men and 
women. The extensive use of female part-time workers was a product of such limited or 
controlled working practice. 
One of the causes of ineffectiveness of the gender equity policy, uniquely identified by this 
research, is due to the inconsistent communication strategy used by the organisation and 
which reflects broader Japanese communication patterns and models. Consequently, there is 
little alignment between the purposes of the policy and the communication strategies used to 
implement it. The policy is based on two contradictory sets of interests, focussed around the 
general good and private interest. Some outcomes, indicated in Table 5.1 below, result from 
contradictions, based on a dual structure of Japanese consciousness. 
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Table 5.1: Contradictions in Japanese gender equity policy 
General good (tatemae) 
Gender equity policy aiming 
at achievement of genuine 
gender equality. 
"The Woman's Plan in Chitose" 
developed for gender equity 
of men and women. 
table continued from previous page 
Men and women have 
equal working environment. 
Some committees established 
for implementation of 
the gender equity policy. 
Half of the interviewees and 
some males positively waiting 
for chances to work with 
female bosses. 
Private interest (honne) 
Tendency to involve the concept 
of 'being like a woman 
and like a man', and 'recognizing 
gender's attributes' in the regulation 
of gender equal policy. 
Establishing Women's Policy 
Division with only women staff 
suggests that gender issues are 
only women's problems or concern. 
Employing only females in part-time 
positions maintains gender roles in 
the office. 
Dysfunctionality of committee 
because of cooperation and complicity 
among the male members and 
'meetings with no objection' or 
discussion. 
Noone preferred to work 
with women 
Some contradictions described in this table show that Japanese gender equity policies have 
not matured to a stage of genuine 'equity', and thus fail to provide consistency and well-
aligned strategies for implementation. The concept of 'gender equity' introduced from 
western society is not yet fully digested by the Japanese people in the case study and 
Japanese society more generally. 
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Stereotyped beliefs, and the restrictions imposed by traditional customs and cultural concepts 
deeply rooted in biological gender differences controlled people's behaviours and ways of 
speaking, and ruled the working environments in Chitose City Council. Although the research 
found that changes (such as the shift of paradigm from old to new in generations in relation to 
gender roles in the workplace) had only a minor impact, the achievements of the government 
policies, and the changes in male's and female's concepts regarding gender equity, will 
contribute to the realisation of a gender equitable society in the future. In particular, young 
employees educated after EEOL, who questioned the situation of the present organisational 
phenomenon objectively, would be a driving force for starting the emancipation of the men 
and women. 
The research has revealed that the innate characteristics of the organisation, which could 
realign the organisation for a change from inside, will take a long time to alter; thus, the task 
is formidable. Therefore, it will be effective to introduce the help of external pressure 
(gaiatsu) that can change these conservative characteristics in the organisation. This tendency 
was found not only in this local public sector organisation, but also in the Central 
Government (Yomiuri Newspaper, May 25, 2002). Positive organisational change for the 
future organisation will be brought by introducing an external work force, and via assistance 
such as introducing a more expert workforce for temporary replacement of the full-time 
workers or job sharing, and employing an independent third party for assessment and 
counselling systems. 
This feminist study has four unique features compared with conventional research about the 
Japanese workplace. Firstly, this research mainly used ethnographic first-hand data collected 
by the researcher. Secondly, the research focused on identifying and analysing the perceptions 
and experiences of both men and women. Thirdly, the research described and analysed 
current social phenomena that occurred after the amendment of the Equal Employment 
Opportunity Law in 1997. Lastly, the research takes up gender problems in a local public 
sector. These research features enabled the illumination of new aspects of gender issues in 
Japan that have hitherto remained hidden, in contrast with conventional research that 
generally uses women-focused data and secondary data such as archives, and focuses on the 
private sector. 
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This feminist research is significant as it is one of the few qualitative studies based on first 
hand raw data and analysis, which Japanese feminists have identified as an important 
development that is required in Japanese social research. (Muramatsu, 1998; Miyachi, 1996). 
The research site of this case study focused on a small but prosperous and progressive city 
which reflects the changing social trends of Japan very sensitively and reflected the findings 
of other studies such as Ogasawara (1998), Iwao (1995), and Ogulunick (1998). This suggests 
that the findings in this organisation may be significant for other public organisations in small 
cities in Japan. Two female employees wrote in their feedback to my open letter that: 
I was sort of surprised to see the results of the analysis [of our workplace] 
from the sociological point of view, because I felt you made what I usually 
thought clear by using distinctive words. I read your feedback with great 
interest. 
I thought you described [the circumstances of] Chitose City Council almost 
perfectly accurately, because you exactly articulated the concepts of men and 
women. (doc.13) 
This research was a case study of a local government in a small rural city in Japan. Further 
research could therefore involve a comparison of the situation of men and women in a much 
larger public sector organisation, such as in a metropolitan city or a central government 
office, or a very small public sector in a regional town of the agriculture or fisheries industry. 
This may elucidate some new aspects of gender problems and gender-related phenomena in 
Japan. 
This study provides important insights into the workings of the Chitose City Council, and 
offers a number of significant principles and strategies that the organisation can use. It also 
draws attention to the important cultural constraints that Japan faces as it introduces concepts 
of 'gendaa' and equity into a culture steeped in hierarchy and discipline about the 
relationship between public and private behaviour. 
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Appendix 1 a: Information on Consent 
Title of the project: Communicating Gender Equity in the Workplace in the 
Public Sector in Hokkaido, Japan 
Name of researcher: 
Description: 
Ms. Sanae Kawana 
A student of Masters by Research 
School of Communication 
Faculty ofBusiness 
Queensland University ofTechnology 
Brisbane, QLD, Australia 
This research will be undertaken for the purpose of completing the Masters thesis of Ms. 
Sanae Kawana, candidate in the School of Communication, Faculty of Business, Queensland 
University of Technology, Australia. 
The research will especially focus on employees of the public sector in a Japanese rural 
setting. Secondly, this exploratory study will elucidate the communication problems 
connected with gender equity policy in Japan and the social construction of the meaning of 
gender awareness in a local government workplace. For these research purposes, a case study 
of work-life in Hokkaido, Japan, is developed. 
Expected Benefits: 
My qualitative study will contribute to the academic society of communication, introducing 
significant outcomes based on ethnographic research, and this exploratory study will be one 
of a small number of field studies. Also, I hope the findings of my study will help the people 
in Hokkaido understand and facilitate the Gender Equity Policy so that they will have more 
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comfortable communication in the workplace, and will indicate the points to consider, help 
cultivate leaders in the area and stimulate activists in related areas. 
Confidentiality: 
The data collected from the informants will be translated from Japanese into English. The 
data will be coded so that the informants will not be identified. The data (tapes, documents 
and so on) will be stored in a lockable filing cabinet during the research, and all data will be 
destroyed after completion of the project. No information will be provided to any third party. 
Voluntary participation: 
The participant understands the project and will be involved voluntarily. 
Concerns/ com plaints: 
If the participant has any concerns or complaints about the ethical conduct of the project, they 
should contact the Secretary of the University Human Research Ethics Committee, QUT, on 
Tel.: +61 07 3864 2902. 
Feedback: 
A shm1 report on the findings of the study will be provided to each participant. 
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Appendix 2a: Follow-up Questionnaire for the Chitose City Council 
Employees 
The purpose of this questionnaire is to understand the cultural and communication 
issues connected with gender equity policy in the Japanese workplace. The study will 
help people in Chitose City better understand and facilitate the gender equity policy 
through developing more effective communication and workplace reform strategies. 
Please tick an answer that is most relevant to your current situation and attitude. Your 
answers will be treated anonymously and confidentially. 
SECTION A: GENDER AND THE WORKPLACE 
1. Is your supervisor male or female? 
Omale 
Ofemale 
2. If you work under a female manager, what is your reaction? 
0 veryhappy 
0 happy 
0 unhappy - don't want to work under a female manager 
Can you give reasons for your choice: 
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3. Do you consult with your supervisor about your work? 
0 I often consult with him or her. 
0 I sometimes consult with him or her. 
0 I hardly consult with him or her. 
0 I have never consulted with him or her. 
0 I try not to consult with him or her. 
0 Not applicable. 
Please comment further: 
4. Who do you prefer to work with as your colleague, male or female? 
0 Male. 
0 Female. 
0 Either one. 
0 Not applicable. 
Please comment further: 
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5. The Chitose City Council workplace shows that the number of male and female 
employees is heavily distm1ed depending on the departments or sections. What do you 
think about this situation? 
D The situation is appropriate. 
D The situation should be changed. 
D The situation is too difficult to be changed. 
D Not applicable. 
Could you explain the reasons for your answer? 
6. Do you expect that Chitose City will have a female mayor in the future? 
DYes. 
DNo. 
D Unsure. 
Please comment further: 
7(a). Do you know that there are counselling staff in the Persmmel Section that you can 
consult when some problems in your working environment occur, such as sexual 
harassment, unfair treatment, or some unequal working conditions? 
173 
DYes. 
DNo. 
Please comment further: 
7(b). Are you willing go and consult the Personnel Section? 
0 Yes. 
DNo. 
0 Unsure. 
Please comment further: 
7(c). How effective do you think the counselling system in the Personnel Section is in 
solving gender equity problems? 
0 Very effective. 
0 Quite effective. 
0 Not effective. 
0 I have no knowledge of the counselling system. 
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Please comment further: 
7( d). What strategies could be used to make the counselling system in the Personnel 
Section more effective in solving gender equity issues (for example, conduct workshops 
on gender equity issues etc .... ) ? 
SECTION B: YOUR WORKING LIFE AND ENVIRONMENT 
1. How long do you work extended hours each week? 
D 0 hours. 
D 1-5 hours. 
D 6-10 hours. 
D 11-15 hours. 
D more than 15 hours. 
2. What is your attitude to the extended hours of work? 
D I usually do this work unwillingly. 
D I usually do this work willingly. 
D I usually do this work very willingly. 
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0 I usually do this work neither willingly nor unwillingly. 
0 I don't know. 
0 I usually don't do the extended hours' work. 
Please comment further: 
3. Research shows that it is very difficult to reduce overwork, in spite of some 
campaigns like "no extended hours work day". Can you list some suggestions to reduce 
the extended hours of work (for example, fixing the lights-out hours in the office ... )? 
4(a). Are you requested to do the same tasks as female (male) workers? 
DYes. 
DNo. 
0 Unsure. 
Please comment further: 
4(b ). If no, what is the difference? 
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5. Do you think that different jobs for men and women exist in the workplace? 
DYes. 
DNo. 
D Unsure. 
Please comment further: 
6. Do you expect to be promoted to manager or director or to a higher level position in 
the future? 
D Unlikely. 
D Likely. 
D Not ambitious. 
D Not applicable. 
Please comment further (why is this the case?): 
.............................. • ................................................. . 
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7. Have you ever considered being a house-husband (housewife) while your partner 
works outside? 
DYes. 
DNo. 
D Not applicable. 
Please comment further: 
8. Research shows that the need for women workers to take maternity and childcare 
leave creates many disadvantages for women and their work colleagues. 
What strategies do you think could help to improve this situation? (For example, recruit 
part-time workers with expertise, or implement a job sharing scheme for part-time 
workers.) 
SECTION C: PERSONAL DETAILS 
1. Please indicate your sex. 
Male. 
Female. 
2. What age group are you in? 
D Under 20 years. 
178 
D 20-29 years. 
D 30-39 years. 
D 40-49 years. 
D 50-59 years. 
D 60-69 years. 
D over 70 years. 
3. What is your marital status? 
D Married. 
D Unmarried. 
D Divorced. 
4. Do you have dependent children under 13 years old or adults who require care living 
at home? 
DYes. 
DNo. 
5. How long have you been working for the City Council? 
............ Years 
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6. What is your position in the organisation? 
D A clerk. 
D A section chief. 
D Amanager. 
7. What is the highest level of formal education you have completed? 
D Junior high school certificate. 
D High school certificate. 
D Vocational school certificate. 
D Junior college certificate. 
D University undergraduate degree. 
D Post-graduate qualification 
If the space for each comment above is not enough, please use the blank space below. Your 
further comments about the working environments at Chitose City Hall or Chitose in general 
regarding gender equity policy are greatly appreciated. (Questions you could respond to 
include: How do you feel about gender segregation in your work life? What kind of language 
and workplace practices make you feel that you are segregated?) 
Thank you for completing this questionnaire and for your cooperation. Please return it to 
Sanae Kawana addressed to 6-10, 2-chome, Fukuzumi, Chitose 066-0053 
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Appendix 3a: An Open Letter to the Representatives of the Employees 
of the Chitose City Council who contributed to my Research on Gender 
Equity Issues in the Public Sector 
Overview of this project 
This research is to understand the meaning of gender equity and the gender relationships 
between men and women in daily working practice in the public sector, Hokkaido, Japan. A 
further goal is to reveal the communication barriers and strategies used by the public sector in 
implementing the gender equity policy. The data of this study was collected by methods 
including interviews, focus-group discussions, participant observation and questionnaires, 
and it was interpreted from a feminist perspective. The researcher is Ms. Sanae Kawana, who 
is working on the degree of Masters by research, at Brisbane Graduate School of Business, 
Faculty ofBusiness, Queensland University ofTechnology, Brisbane, Australia. 
This open letter is designed to get feedback on this research from you, one of the 14 
representatives of the 62 informants in total. They comprise eleven members of the focus 
group discussions from each level of the organisation, one male interviewee, and two key 
male and female interviewees. Your feedback is important to assess the validity of my 
research and will be included in my final analysis. 
The background to the project 
As you may know, the City of Chitose was nominated as one of the twelve outstanding cities 
in Japan in 2000 regarding 'the ranking of administrative reform'. This is in keeping with the 
City's enactment of 'The Women's Plan in Chitose' in 1998. Chitose was the third ranked 
city in Hokkaido, which showed their quick action on gender issues compared with other 
cities. The Law of Local Government Employees assured that both male and female city 
employees have the same working conditions. However, through my personal observation 
while working with the city for about 8 years, and also from experience as a member of the 
Gender Equality Promotion Committee for two years, I frequently perceived power 
relationship derived from gender differences and traditional gender roles in the organisation. 
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Considering the City's quick action to establish the gender equity policy, I was strongly 
interested in how the city employees (men and women) actually perceived and experienced 
the changes resulting from the gender equity policy implementation and what was actually 
happening in the relations of men and women in the organisation. 
Summary of research findings 
One of the goals of this study was to identify the cultural factors that had shaped the 
understanding of gender differences in the Japanese office. Many of you said that there were 
distinct differences in language, attitudes and the communication mode between men and 
women. Many women said that they felt it easier to talk on business with men rather than 
with the same gender, and that they even feel men speak more tenderly than women. This 
attitude may derive from men's view that men have to protect weak women. 
One of the characteristics of the working environment in Japan is the tremendous long 
extended hours of work almost every day. In the Japanese workplace, solidarity and group-
work is very important. Thus, employees who don't stay late with other colleagues at the 
office for extended hours of work or who don't join off-duty activities tend to be considered 
incapable business partners. Most men and women have difficulties keeping a balance 
between private life and public life because of frequent demands to work extended hours. 
Especially, women who take major responsibilities for households and child-rearing faced a 
dilemma in combining family matters with careers. Most of you think this situation is hard to 
solve because of shikataganai (it cannot be helped or the sense of easily giving up some 
important matter of power because it is fate) situation in the social system. 
Many of you indicated that one of the attributes of this organisation is the huge number of 
male employees. In this working environment, some of you said that men felt perplexed when 
they work with female colleagues, while women didn't have opportunities to have female 
models or mentors for their careers. Some of you, both men and women, also said that you 
preferred to work with men rather than women, because women colleagues made you tense. 
More than half of you said that gender roles determine different kinds of jobs and opportunity 
differences of work for men and for women in the office. Some men said that being "like a 
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man" and "like a woman" is a "natural way for men and women to get along", and that 
gender-oriented job difference is practical. Many women indicated that women are to rotated 
to a specific section and promotion opportunities are different from those for men, because 
they are women. Women are expected to work considerately, cheerfully, making tea (part-
time female workers' job), and men are expected to protect women, take heavy responsibility, 
shoulder a heavy workload and show leadership. Women who work against this expectation 
of 'being female' will face the situation of 'the stake that sticks out gets hammered in'. So 
some women preferred to enjoy their freedom under the men's protection, rather than being 
promoted 
Impact of gender equity policy and effect on practice 
Another interest in this research was to identify the communication strategy and barriers to 
the gender equity policy in the organisation. Many of you understood that the change of 
gender equity policy in this organisation was influenced by 'external pressures', such as from 
national polices and members of the City Assembly. Some of you claimed that gender issues 
were not really given attention or were treated with indifference in the organisation, 
especially by the males who take most of the managerial positions, and it may be difficult to 
introduce the promotion of gender equity unless women gain the understanding of those men. 
One possible reason for the dysfunction of the internal gender equity policies was because of 
iginashi-kaigi (non-objection meeting), which made decisions without any discussion or 
cross-examination, because Japanese generally avoid conflict with others in public. Three of 
you implied that 'the organisation does not grasp the present situation' on gender problems 
and does not take any measures for it such as 'an assessment system of the policies' 
contribution'. This is also because of the Japanese pattern of avoiding conflict with others 
and recognising problems. The free and open communication flow in the organisation and the 
assessment system will activate the communication strategy to make the implementation of 
the gender equity policy effective. 
Many of you had experienced no influence on the improvement of the gender discriminated 
circumstances after the implementation of the "Women's Plan in Chitose". Although it was 
getting easier to take maternity leave or child-rearing leave than before, the support of the 
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replacement in the workplace under this system was not sufficient. When it comes to the 
men, most of you think that it is not practical for men to be able to take child-rearing leave. 
As for the sexual harassment issues, some men and some women thought that the tension 
caused by the concept of sexual harassment disturbed smooth communication between men 
and women in the office. More than one third of you replied that you hesitated to consult the 
in-house counselling system, even though some working problems occurred. 
Do you see yourself in this interpretation? 
Do you think it provides an accurate picture of Chitose City Council? Why? Why not? 
What would you want to add or remove? 
Any further comments? 
Your gender? D male D female 
Your name? (optional. Ifyou prefer to remain anonymous, please leave it blank.) 
Thank you very much for your feedback. I sincerely appreciate your cooperation. 
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Appendix 4: Documents used in the analysis 
Note: Abbreviations in legends- for gender, M (male) and F (female), for marital status, M 
(married), S (single), and D (divoced). 
Item 
number 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
Document type Subject and source 
Brochure 
Notice 
Brochure 
Survey 
Survey 
Brochure 
Notice 
Survey 
Newspaper 
Newsletter 
TV program 
Brochure 
Training Program for Chitose City employees, 2001. 
Working conditions of a part-time worker, Chitose City. 
Overview of Hokkaido Gender Equality Promotion Regulation 
Survey regarding Concept on Women conducted by Hokkaido 
Government, 1993. 
Survey regarding Concept on Women conducted by Hokkaido 
Government, 1997. 
The Women's Plan in Chitose, Chitose City. 
Materials of Chitose Gender Equity Promotion Committee 
including agenda. 
Survey regarding Gender Equality to Chitose City Employees, 
1999. 
"Can the City Council Change?", Chitose Minpo newspaper, 
January 14, 15, 16, 17, 2002. 
Chitose City Public Newsletter, Koho Chitose, August, 2002. 
"Close up Gendai", NHK, BS7, 9:45p.m. May, 30, 2002. 
EQUAL PARTNER, voi.S. July, 1998, Sapporo: 
Hokkaido government. 
""mu:1 ,. m: ' """'';::'' mm 
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Appendix 5: Profile of the Focus Group Participants 
Focus group discussion one- Male members 
Number Name Position Department Age Marital status 
1 Satake Manager General Affairs in Hospital 51 M 
2 Ozaki Manager Human Development 43 M 
3 Shigeta Section Chief Life long learning 41 M 
4 Sugimoto Section Chief International relations 42 M 
5 Fukazawa Clerk International relations 35 M 
Focus group discussion two- Female members 
Number Name Position 
1 Takamori Manager 
2 Yasukawa Manager 
3 Takeda Section Chief 
4 Hironaka Section Chief 
5 Tanaka Clerk 
6 Yamagishi Clerk 
Department Age Marital status 
City Assembly 54 M 
Citizen's Life 54 M 
Women's Policy 51 M 
Citizenship 56 s 
Finance 30 M 
Planning 33 s 
Names listed here have been changed to maintain anonymity 
As ofSeptember, 2001 
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Appendix 6: Profile of the Questionnaire Respondents 
Number Gender Position Age Marital Academic Years of 
Status History employment 
1 M Manager 40s M Uni. 19 
2 M Manager 50s M Uni. 28 
3 M Manager 40s M Uni. 27 
4 M Manager 40s M High School 29 
5 M Manager 40s M Uni 24 
6 M Section chief 40s M N/A N/A 
7 M Section chief 40s M Uni. 18 
8 M Section chief 40s s Uni. 16 
9 M Section chief 40s M Uni. 23 
10 M Section chief 40s s Uni. 18 
11 M Clerk 30s D Uni. 10 
12 M Clerk 30s s Uni. 10 
13 M Clerk 30s D Uni. 14 
14 M Clerk N/A N/A N/A N/A 
15 M Clerk 30s s Uni. 8 
16 F Manager 50s M High School 35 
17 F Manager 50s M Vocational 31 School 
18 F Manager 50s M High school 35 
19 F Section chief 40s M High School 25 
20 F Section chief 50s s Junior 34 Cotlege 
21 F Section chief 50s M Junior 28 College 
22 F Section chief 40s M High school 22 
23 F No reply 
24 F Clerk N/A s Uni. 9 
25 F Clerk 30s M Uni. 7 
26 F Clerk 20s s High school 8 
27 F Clerk 20s s High school 8 
28 F Clerk 40s M Junior college 7 
29 F No reply 
30 F Clerk 30s D High school 12 
28 out of30 responded. 
As of February, 2002 
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